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Province of Ontario 
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Toronto, Ontario 


I am pleased to present to you, for tabling in the Legislature, 
the Seventh Annual Report on the Status of Women Crown Employees 
for the fiscal year 1980/81. 


The report documents the activities and results in the seventh 
year of the Ontario Government's Affirmative Action Program for 
women Crown employees. It was prepared by the Women Crown 
Employees Office to fulfil the monitoring and auditing function 
established in the June 1973 provincial Green Paper, Equal 
Opportunity for Women in Ontario: A Plan for Action, the 
subsequent instructions about the Program received from Premier 
William G. Davis, and the new Directive on Affirmative Action, 
effective April 1, 1980. 


This program monitoring and evaluation material is the result - 
of considerable work on the part of the Women Crown Employees 
Office, the Affirmative Action Program Managers in the 
ministries and Crown agencies, and many others in the Ontario 
Public Service who contribute to the Affirmative Action 
Program. 


Toronto 
March, 1982 
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INTRODUCTION CHAPTER 1 


The fiscal year 1980/81 was the first year of activity under the new 
Directive on the Affirmative Action Program for women Crown employees, 
which took effect on April 1, 1980. It is therefore the first full year 
during which results have been recorded for competitions in the under- 
represented classes in categories and modules, and the first year when 
the results can begin to be accumulated in order to test the validity and 
effectiveness of the Directive's planned thrust towards priority areas 
for planning targets. (See Appendix, page 4-55-1). 


It should perhaps be reiterated that numerical planning targets are not 
quotas. They are projections that numerically define the minimum number 
of women that can be hired/promoted into under-represented 
classifications over a given period of time. The targets are established 
using projections of the number of vacancies expected for those classes 
and the percentage that women comprise of all persons qualified to fill 
the vacancies estimated (female availability rate). 


It is already becoming apparent from the statistics gathered that further 
refinement of the data base is required, together with more detailed 
analysis of the impact of the targets on overall service-wide trends. It 
also seems realistic to expect two or three years of consistent reporting 
and analysis to be completed before any major modification to the planned 
approach is contemplated. 


Once again during 1980/81, women made modest but consistent gains in 
several of the management modules and bargaining unit categories. More 
ministries are establishing improved management processes and techniques, 
at the same time incorporating the goals and objectives of affirmative 
action into those processes. This should provide a more permanent and 
long term basis for improvement of the status of women Crown employees. 


In times of continuing budgetary and human resources constraints in the 
Service, the gains maintained by women are seen as a probable result of 
commitment by the government to affirmative action, since in other 
jurisdictions where affirmative action is not a policy feature, women 
tend to be losing ground. 


This year's report is similar in coverage to previous years with some 
format changes, some additional tables in the area of competitions, and 
some tables omitted which were found not to be useful (segregated and 
integrated occupational groups). 


Where changes in the data base have affected year-to-year comparisons, 
notations have been made. e.g. inclusion of Senior Payroll as a separate 
ministry (in the average salary tables). 


CORPORATE ACTIVITIES: CHAPTER 2 


THE WOMEN CROWN EMPLOYEES OFFICE 

The major responsibilities of the Women Crown Employees Office (WCEO) 
are: 

Program Development and Co-Ordination; 


. Research, Monitoring and Evaluation; 
. Information and Education 


Affirmative Action Program. While the WCEO has been 
“i eenaiied fated fy out these functions, the Office works closely with. 
the Civil Service Commission and its staff, and the Management Board and 
its staff. These central agencies have primary responsibility for 
policies and programs which affect all employees. 


This chapter will report on the activities of the WCEO and those other 
areas of Government which contributed toward the Affirmative Action 


Program. 
PROGRAM DEVELOPMENT AND CO-ORDINATION 


As a result of the issuing of the new Directive, effective April 1, 1980, 
the WCEO continued to focus its attention on the development of more 
sophisticated techniques in order to implement and monitor the provisions 
of the Directive more effectively. Specifically, much work was done in 
developing program planning and evaluation techniques and reporting 
mechanisms for the use of ministries and the WCEO. A start was made to 
the development of statistical data to facilitate the targetting process. 


Implementation of the New Directive 


The major elements of the new Directive were implemented. 


1. Ministries set annual numerical planning targets which were 
reviewed by the WCEO and approved by Management Board of 
Cabinet. 


2. Management Board established an Affirmative Action Incentive 
Fund of $270,000 for this fiscal year. The Fund is 
administered by the WCEO and is accessed by ministries to 
provide salary dollars to fill-in for women who have been 
provided with accelerated career development activities. The 
ministries fund the majority of these activities from within 
their existing salary and wages budget; however, the Incentive 
Fund provides additional monies if required as an incentive to 
provide more career development opportunities. 


3 Management Board and Cabinet reviewed ministries’ progress in 


achieving their numerical targets twice during the fiscal year: 
at September 30, 1980 and March ok LOST; 


3. 


4. The requirement to address affirmative action results in the 
performance appraisal of managers was begun in several 
ministries, with a commitment from all ministries that this 
feature would be integrated along with the development of their 
formal performance appraisal systems. 


Ss All ministries chose appropriate program priorities in order to 
maximize results in their Affirmative Action Program. The 
impact of these priority areas on service-wide statistics will 
take two to three years to determine accurately. 


The current Directive is reproduced as the Appendix of this 
Report. 


Corporate Issues Report 


During the 1980/81 fiscal year, significant progress was made in 
researching and comparing recommendations to the Civil Service Commission 
in the form of a further Corporate Issues Report. There were 17 issues 
identified by the WCEO and Affirmative Action Council as affecting the 
Affirmative Action Program, and these will be presented to the Civil 
Service Commission formally during the 1981/82 fiscal year. 


Issues were wide-ranging and included maternity leave, women into senior 
management, sexual harassment, apprenticeships staffing standards, and 
word processing. 


Clerical Services/Office Services Classification Review 


The Women Crown Employees Office and representatives of the Affirmative 
Action Council provided further input to the Classification Standards 
Project being carried out by the Civil Service Commission. This study 
affects over 17,000 employees, the majority of whom are women. 


Experience '80 


A summer employment program for students was offered by the WCEO once 
again, and employed 13 students in a variety of placements in ministry 
affirmative action offices as well as in the WCEO itself. 


These placements provided the students with an opportunity to gain direct 
experience in affirmative action through their participation in projects 
relating to research, education, publicity and program development. 


The students were given a two day orientation which provided information 
on a broad range of issues relating to women in the work force and the 
Affirmative Action Program in the Ontario Public Service, as well as the 
structure of the Government of Ontario. During the summer, the students 
also attended a two day session on career life planning. 


The Experience '80 Program was organized by the Ontario Youth 
Secretariat. 
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Affirmative Action Council/Personnel Council Liaison 

| rown Employees Office continued to meet as part of the 
ne arr Aeron tcouncii/Pensénriel Council Liaison Heese 2..... 2 
established in 1978/79 to facilitate co-operation between the Ffirmative 
Action Program and the personnel community. The Committee pe 
opportunity for the Personnel Manager's perspective to be Plies ih 
the review of affirmative action concerns. The long term success 0) e 
Affirmative Action Program is dependent on co-operation with all aspects 
of personnel management. The Liaison Committee for 1980/81 was composed 
of the Director, Women Crown Employees Office, the President of the 
Affirmative Action Council, and the Personnel Directors of the Ministries 


of Health and Housing. 
RESEARCH MONITORING AND EVALUATION 


Data Packages 


The WCEO provides a statistical information package to each Affirmative 
Action Program Manager twice yearly. The package includes data on hiring 
and promotion activity and occupational and salary distribution of men 
and women in the ministries. 


Following upon the issue of the new Directive, MBR technical assistance 
packages were also developed to assist Affirmative Action Program 
Managers in establishing planning targets and planning other related 
affirmative action activities. 


Preparation of the Sixth Annual Report 


The preparation and collection of data and material for the Annual Report 
on the Status of Women Crown Employees: commenced in the spring. Analysis 
of ministry and service-wide data was completed during the summer and 
fall months. The Annual Report is prepared by the WCEO and it is the 
result of a collective monitoring and evaluation effort on the part of 
all Affirmative Action Program Managers in the ministries and Crown 
agencies. 


Analysis and Evaluation of Ministry Affirmative Action Plans 


Each year the ministries submit plans to the WCEO covering the following 
year's Affirmative Action Program. As a result of the new Directive, all 
ministries are now required to submit detailed Management By Results 
(MBR) plans based on the numerical planning target concept. These plans 
are reviewed by the WCEO and recommended to Management Board for 
approval. The ministries then submit the plans to Management Board 
Integrated with other .budget and program plans for their ministry. 


General Management Report 


An additional reporting and corporate evaluation feature which was 
introduced as part of the new Directive involves a semi-annual report to 
the WCEO by ministries on progress towards the planned MBR targets. This 
includes hire/promotion results and achievements in the area of 
accelerated career development initiatives. 


The WCEO consolidated the information and provided a semi-annual report 
to Cabinet as part of the General Management Report to Cabinet. 


INFORMATION AND EDUCATION 


Seminars and Speaking Engagements 


The speaking engagements undertaken by the staff of the Women Crown 
Employees Office were mainly for internal government meetings, courses or 
seminars. The staff provided information about the Affirmative Action 
Program work carried out at the corporate level, as well as providing 
input to corporate training courses such as staffing workshops or the 
program executive seminars for senior managers in the OPS. 


Regional Information Days 


The Women Crown Employees Office participated on the Affirmative Action 
Council Task Force which determined the location and content of special 
affirmative action information days delivered to staff in the regions. 


CORPORATE ACTIVITIES: CHAPTER 3 


THE AFFIRMATIVE ACTION COUNCIL 


i 'c Affirmative Action Council is an official body 
BG AGL ats Meer Pampa of the Affirmative Action Program Managers 
of each ministry and Crown agency of the Province of Ontario. Management 
Board of Cabinet approved the Council's establishment in May 1976, to 
provide its members with the opportunity for discussion and planning 
relating to issues, policies and practices affecting women Crown 
employees. The Council provides a formal mechanism for two way 
communication between the Affirmative Action Program Managers and the 
Director of the Women Crown Employees Office and, through this position, 
to the central agencies and councils of the Government of Ontario. 


Council membership includes the Affirmative Action Program Managers of 
each ministry and Crown agency which has appointed Affirmative Action 
Program Managers. Associate membership is held by Program Assistants, 
the Day Care Counsellor and the Executive Officer of the Ontario Status 
of Women Council. The Director of the Women Crown Employees Office is an 
ex-officio member of the Council. 


Through monthly meetings and a number of task forces, the members are 
able to identify problem areas within their mandate and to recommend 
modifications to existing corporate policies and practices. They also 
act as a sounding-board for proposed solutions that might affect the 
status of women Crown employees. 


The Affirmative Action Program Managers elect an Executive Committee 
annually. During 1980/81 the Executive was: 


Pauline Radley President Correctional Services 
Linda Pergantes Vice-President Industry & Tourism 


Yvonne Manol, Consumer & Commercial Relations (from December 1980) 
Bette Pie, Health 

Kathryn Stephen, Transportation and Communications 

Ann Taylor, Government Services (from December 1980) 


TASK FORCES 


The Council Work Plan identified the major issues to be addressed during 
the 1980/81 fiscal year and determined the task forces to be created. 
The activities of the task forces provide an overview of the work of the 


Council. The Women Crown Employees Office was represented on each of the 
task forces and ad hoc committees. 
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ACCELERATED CAREER DEVELOPMENT TASK FORCE 


Purpose: 


To assist the ministries and the Women Crown Employees Office in the 
planning, development and implementation of accelerated career 
development. 


Action: 


A workshop was held providing information on the assessment centre 
technique, secondment, human resources, management initiatives and 
inventories of senior women. 


Studies and a survey were done on the feasibility of preparing a 
corporate human resources data bank for women. From the response to the 
survey, two accelerated career development forms were prepared to 
facilitate networking among the various ministries in the Ontario Public 
Service. One was to identify possible developmental assignment areas 
available, and the other was a candidate profile to be used for women 
interested in a career development assignment. 


A workshop was held on assessment centre training covering the use of 
assessment centres in the Ontario public service and private industry, 
advantages/disadvantages, planning and simulation of exercises used in 
the centres. 


Representation: 


Agriculture and Food 

Attorney General 

Consumer and Commercial Relations 
Environment (Chair) 

Housing 


CORPORATE ISSUES TASK FORCE 


Purpose: 


To provide interface between the Affirmative Action Council, the Women 
Crown Employees Office, the Personnel Council and the Civil Service 
Commission on corporate issues affecting women Crown employees. 


Action: 


Discussion with the Civil Service Commission and.the Personnel Council on 
a wide range of issues such as staffing, compensation, benefits and 
training and development. A final report and recommendations will be 
submitted to the Civil Service Commission. 


Representation: 


Director, Women Crown Employees Office (Chair) 
President, Affirmative Action Council 
Vice-President, Affirmative Action Council 
Director of Personnel, Health 


Director of Personnel, Housing LS i hy 
Director, Staff Development Branch, Civil Service Commission 


Director, Recruitment Branch, Civil Service Commission wt 
Executive Director, Compensation Division, Civil Service Commission 


OUTREACH RECRUITMENT TASK FORCE 


Purpose: 


To develop effective outreach strategies to raise and diversify the 
occupational distribution of women in the Ontario Public Service. 


To develop a model for outreach recruitment to increase the number of 
women in the Ontario Public Service in under-represented occupations. 


Action: 


A half-day workshop on Effective Outreach was held and the Effective 
Outreach Resource Handbook was distributed to Affirmative Action Program 
Managers. The handbook included the model on outreach recruitment, 
information on the Ontario Youth Secretariat, student guidance : 
information services, professional organizations, Women into 
Non-Traditional Occupations and a listing of resource people at community 
colleges of applied technology. 


Representation: 


Agriculture and Food (Co-Chair) 
Culture and Recreation 

Health 

Industry and Tourism 

Revenue 

Solicitor General (Co-Chair) 
Transportation and Communications 
Women Crown Employees Office 


ONAL DEVELOPMENT FOR AFFIRMATIVE ACTION PROGRAM MANAGERS TASK 
CRC a a oak Momeni Geetce wie ae pecien*ie ai ae 


Purpose: 


To respond to the council's need for direct man i i 
5 agement skills, practical 
based workshops and other information sharing mechanisms. “a 


Action: 


Information sessions for program staff were held on “Counselling" and 
“Meeting Leading". 


A resource package providing information on organization books and 


publications relevant to affirmative action was printed and distributed 
to all program offices. 


A two-day residential session was held for program managers on "Changing 
Human Systems". 


"Looking Ahead 1981", replacing the annual one-day session "Taking 
Stock", was held to provide Affirmative Action Program staff and guests 
with information on the future involvement of women in the labour force. 


Representation: 


Consumer and Commercial Relations (Chair) 

Housing 

Industry and Tourism 

Ontario Educational Communications Authority (TV Ontario) 
Workmen's Compensation Board 

Women Crown Employees Office 


REGIONAL DELIVERY TASK FORCE 


Purpose: 


To provide ongoing information and training sessions to women Crown 
employees in the regions. 


Action: 


One-day interministerial sessions were held in Kitchener-Waterloo, 
Brockville, Kirkland Lake, Sudbury, Niagara Falls, Orillia, Huntsville, 
Chatham, Peterborough, London and Alliston. 


Noon-hour sessions on pensions, benefits, stress and burnout were 
provided to employees in Thunder Bay via satellite network. 


Interministerial training workshops were provided through the regional 
interministerial committees on: "Stress" in Sudbury and "Women into 
Management" in Thunder Bay. 


eh. 


Representation: 


Community and Social Services 
Consumer and Commercial Relations 
Education 

Government Services (Chair) 
Natural Resources 

Transportation and Communications 


SEXIST LANGUAGE TASK FORCE 


Purpose: 


To address the issue of sexist language and sex-role stereotyping in 
Government of Ontario publications, reports, audio-visual materials and 


correspondence. 
Action: 


A survey was conducted of all ministries for existing policies and 
guidelines on sexist language. 


Inquiries into the existing policies and guidelines on sexist language of 
other levels of government were conducted. 


Draft "Guidelines on the Use of Non-Sexist Language" and a background 
paper on the issue were prepared. These were submitted to a 
sub-committee of the Council of Communications Directors for 
consideration in the Council's review of government publications 
Standards, policies, guidelines and techniques. 


Representation: 


Culture and Recreation 

Industry and Tourism (Chair from October 1980 to March 1981) 
Revenue (Chair to October 1980) 

Women Crown Employees Office 


CLERICAL AND OFFICE SERVICES CATEGORIES CLASSIFICATION STANDARDS REVIEW, 
AD HOC COMMITTEE 


Purpose: 


To review the draft factor descriptions to be used in the development of 
new classification standards for the Clerical and Office Services 
categories and, where necessary, make recommendations for change. 


ay Vi oe 


Action: 


The committee prepared a joint response from the Director of the Women 
Crown Employees Office and the President of the Affirmative Action 

Council and submitted these recommendations to the Classification Branch, 
Civil Service Commission. 


Representation: 


Agriculture and Food 

Attorney General 

Correctional Services 

Culture and Recreation 

Education 

Environment 

Housing 

Labour 

Natural Resources 

Secretariat for Social Development 
Transportation and Communications 
Women Crown Employees Office (Chair) 


FUTURE PRIORITIES: 
Special attention will be given to the following areas in 1981/82: 


Corporate Issues 

Professional Development 
Regional Delivery 

Research on Job Opportunities 
Public Relations 
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ANALYSIS OF SERVICE-WIDE STATISTICS CHAPTER 4 
This chapter describes the relative changes in the representation of men 
and women employed in classified positions in the Ontario Public 
Service. The statistical tables used are stock profile comparisons, or 
snapshot views of salary and occupational distributions of men and women 
at the end of the fiscal year. These tables do have a number of 
limitations for program evaluation purposes; for example, they do not 
distinguish changes arising as a result of the operation of the 
Affirmative Action Program from changes arising as a result of other 
trends. Nevertheless, these tables are useful in comparing fluctuations 
over a five year period. The Women Crown Employees Office continues 
research into evaluation techniques which will provide more sensitive 
indicators about the Program. 


For the first year, competition data has been collected and included in 
the service-wide and ministry tables. The data collected on the 
breakdown of qualified applicants was found to be inconsistent and 
unreliable for reporting purposes this year, but it is hoped that 
improved reporting methods for 1981/82 data will allow publication of 
additional information on competitions in the 1981/82 Report. 


The series of tables (5A, C and D in the 1979/80 Annual Report) on seg- 
regated, over-represented and integrated occupational groups have been 
omitted in this year's Report, since they have been found to be useful 
only for internal program planning and evaluation purposes in the past. 


During 1980/81 there were three computerized data base changes which 
should be considered when comparing ministry average salaries; 


1. A new module/category was established to cover the service- 
wide Senior Payroll. Although this does not affect year-to- 
year individual ministry comparisons of average salary, the 
comparison with the former Program Executive Category is 
anomalous since the new Senior Payroll Category includes both 
former Program Executives and former Senior List Executives, 
above the level of Director. The composition of the new Senior 
Payroll Module is the new Executive Compensation Plan which 
includes Directors, Executive Directors and Assistant Deputy 
Ministers, but excludes Deputy Ministers. 


2. The data base for the calculation of the comparison between men’ 
and women's average salary expanded in 1980/81 to include the 
revised Executive Compensation Plan, causing a minor increase 
in the wage gap. 


3. Separate tables (Tables 8A and 8B) are included this year 
to reflect the characteristics and representation of the 
total Executive group including Ministries, Agencies, 
Boards and Commissions. The figures will therefore vary 


Pol those listed in other tables which reflect ministries 
only. 


The statistical highlights for 1980/81 are: . 


1. For the sixth consecutive year, women have increased their 
share of employment in the Ontario Public Service. Women's 
representation of total employment in 1980/81 was 41.2% 
compared with 40.8% in 1979/80. 
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2. In 1980/81, 55.1% of women were located in the salary ranges 
$14,999 and below, compared to 72.8% in 1979/80. This 
represents a 17.7% decrease of women in these salary ranges 
over the one year period. In the higher salary ranges of 
$23,000 and above, there was an increase in women's 
representation. In 1980/81, 9.0% of women were located in 
these ranges compared to 5.3% in 1979/80, for an increase of 
3.7% over the one year period. 


3, Women made gains once again in the Administrative Module (from 
23.0% in 1979/80 to 24.3% in 1980/81, in the Executive 
Compensation Plan (from 5.6% in 1979/80 to 6.3% in 1980/81), 
and in the Professional Module (from 17.4% in 1979/80 to 18.6% 
in 1980/81). 


4. Numerical Planning Targets for Hires/Promotions for Women, 
planned and reported for the first time, show that the targets 
planned by the Ministries for their priority areas were 
exceeded; 304 targets were planned and 319 were met. 


OVERALL STATISTICS 


Table 1 - Distribution of Classified Employees by Sex and Ministry 


In this table, Ministries are ranked in descending order according to the 
percentage of females employed. This year, for the first time, the table 
includes the distribution, by sex, of classified employees on Senior 
Payroll, which is indicated separately from the ministries. Previously 
reported Ministry figures included classified employees on Senior Payroll 
earning less than $55,000. 


As of March 31, 1981, 28,605 women were employed in the Ontario Public 
Service compared with 28,375 in 1979/80. Women's share of the total 
employment in 1980/81 was 41.2% compared with 40.8% in 1979/80, an 
increase of 0.4%. 


Table 2 - Salary Distribution by Sex 


This table shows the numbers and percentages of women and men in various 
salary ranges service-wide. Table 2 has been restructured to provide a 
more extensive breakdown in the $32,000 and above salary ranges. 


The salary ranges of $8,999 and under contained 0.4% (116) women in 
1980/81 compared with 0.7% (179) in 1979/80, for a decrease of 0.3%. 


Of the total women in the Ontario Public Service, 72.8% were concentrated 
in the $16,999 and below salary ranges. In 1980/81, the $15,000 - 
$22,999 salary range contained 35.8% (10,240) of women compared with 
22.1% (6,245) of women in 1979/80, for an increase of 13.7%. 


In 1980/81, the $23,000 and above salary range contained 9.1% (2,582) of 
women compared with 5.3% (1,486) of women in 1979/80, for an increase of 
3.8%. In 1980/81, 38.4% (15,685) of men were located in the $23,000 and 
above range compared with 24.3% (9,984) in 1979/80. 


In 1980/81, 1.8% (508) of women were located in the $32,000 and above 
salary range compared to 10.9% (4,448) of men in the same range. 
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Table 3 - Average Salary by Ministry and Sex | 


Average salaries by sex for each Ministry are shown in this table. The 
ratio of women's to men's average salaries in each Ministry are ranked 


ascending order. 


As of March 31, 1981, women's average salary was 72.0% of men's compare 
with 72.1% in 1979/80, for an increase in the wage gap of 0.1%. Women 
earned an average of $1,657 or 11.5% more than in 1979/80, and men eart 
an average $2,331 or 11.6% more than last year. The addition of the re 
vised Senior Payroll (EDS) slightly distorts this comparison. 


Note: (i) the average annual salary for classified employees or Senior 
Payroll has been separated for 1980/81. This module has not previous lj 
been reported. ate 

(ii) in those Ministries where there is a Commission or ; 
Corporation (Education/Colleges and Universities, Consumer and Commerci 
Relations and Industry and Tourism), the salary indicated is for the 
Ministry only, and does not include the annual average salary for that 
Commission or Corporation. The figure shown on this table therefore 
differs from the figure in the Ministry chapter in this Report. 


Table 4 - Occupational Distribution by Sex 


Table 4 shows the distribution of male and female employees by sex and 
occupational module or category. Women were under-represented (under 
30%) in 10 modules/categories, compared with 9 last year. 


Women's representation increased in almost all areas, and in particular 
in the Administrative Module, the Executive Compensation Plan, 
Operational Module and Professional Module. 


Table 5 - Occupational Groups in Which Women Are Under-Represented 


This table provides a detailed breakdown of the occupational distributi 
of men and women in under-represented classes (where women make up less 
than 30% of the occupational group) in the Ontario Public Service. The 
groups are under-represented service-wide, and are not necessarily 
under-represented within each ministry. 


There are 62 occupational groups in which women are under-represented, . 
compared with 61 in 1979/80. Last year, the Executive Compensation Pleé 
was not reported on this Table. 

One new group, Veterinary Science, is now under-represented in the 
Professional Module, whereas it was male segregated (100% male) in 
1979/80. Trades and Crafts (a) became under-represented in the 
Maintenance Services Category, whereas it was male segregated in 1979/ 


Table 6 - 1980/81 Service-Wide Hire/Promotion Progress Report in 
Under-Represented Classes 


This is a new table designed to show the hire/promotion progress of wo 
into under-represented classes. Competition statistics collected by e 


ministry have been compiled by the WCEO, and are reported in this Table 
In summary form. 


Othe 


Table 6 indicates the rate at which women were hired into classes where 
there was less than 30% female representation during 1980/81. It shows 
the total number of vacancies that were filled in under-represented 
classes by the Ministries according to Module and Category; vacancies in 
Management Modules that were filled by Waiver of Competition are shown in 
brackets. The Table also indicates the numbers of men and women that 
applied for these vacancies, as well as the numbers and percentages of 
women that were hired. The percentage of women hired was based on the 
total number of women hired and the total number of vacancies filled, by 
Module and Category. 


Since 1980/81 is the first year this type of data has been collected, a 
comparison to previous years is not possible. However, for the 1981/82 
Annual Report, this data will be compiled. The information will be 
further refined to show the rate of hire and the rate of application for 
men and women in under-represented classes in the Ontario Public Service. 


Women represent 15.9% of the total number of successful applicants (563) 
and constitute 16.0% of all employees appointed by Waiver of Competition. 


Note the figure on this Table for the number of applicants (male and 
female) does not include the employees appointed by Waiver of 
Competition. However, they are included in the figures for the total 
number of vacancies, and total number of women hired. 


Table 7 - Accelerated Career Development (ACD) Initiatives 


This is a new Table that lists, by Ministry, the number of accelerated 
career development initiatives that were undertaken in the Ontario Public 
Service during 1980/81, including any initiatives that were undertaken as 
a result of the 1980/81 Affirmative Action Incentive Fund (AAIF). 


Since this information has not been previously reported, a statistical 
comparison is not possible for this Report. However, continued 
collection of these statistics will provide the necessary information to 
permit a comparison for the 1981/82 Annual Report. 


During 1980/81, 1,455 accelerated career development initiatives were 
completed by women Crown employees, representing 5.1% of the women in the 
Ontario Public Service. Of the accelerated career development 
Opportunities undertaken, 4.0% (58) were initiated as a result of the 
Affirmative Action Incentive Fund in 1980/81. 


Table 8A - Executive Compensation Plan By Level and Sex, April 198] 


Table 8A shows the number of classified employees by sex and class level 
in the Executive Compensation Plan plus Deputy Ministers. The figures 
reported in this Table were compiled by the Office of Senior Appointments 
and Compensation of the Civil Service Commission, and include Ministries, 
Agencies, Boards and Commissions. 


During 1980/81 the new Executive Compensation Plan was developed, 
replacing the old Senior Compensation Plan and Program Executive Series. 
Full conversion to the new plan has not yet taken place. (Deputy 
Ministers are not part of the new Executive Compensation Plan.) 
Therefore, comparisons cannot be made on an individual level basis. 
However, overall, the number and percentage of women in the Executive 
Compensation Plan has increased since 1979/80. 
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Table 8B - Distribution of Employees in Executive Compensation Plan by Sex 


i i i tive positions in the 
This table displays the number of men and women in executiv t | 
Ontario pio Tae Sentice since March 1977. Women have been increasing both — 
their numbers and percentage representation at these levels despite a decline 
in the total number of senior employees by 96 since 19776 


y ified employees 
As of March 31, 1981, women represented 6.3% (41) of all classi | 
in avebhtive positions. This is a 0.7% increase over 1979/80, when women | 
represented 5.6% (37) of all employees in that module and a 2.4% (12) increas 
over their representation of 3.9% (29) in 1977. The total number and 
percentage of men in executive positions has decreased from 94.35% in 1979/€ 


to 93.68% in 1980/81. 
Table 9 - Numerical Planning Targets for Hires/Promotions for Women 


This is a new table listing, by ministry and service-wide, numerical planning 
targets for hires/promotions. To facilitate meeting the corporate goal of 
raising the level and diversifying the occupational distribution of women, 
ministries were to identify numerical planning hire/promotion targets for 
under-represented classifications within selected priority areas. As 
indicated on page 1, these planning targets were calculated by multiplying 
the number of projected vacancies by the availability rate of qualified women 
for these jobs. 


The next column indicates, where applicable, revisions made by the ministries 
based on mid-year results and/or changes that had occurred by September which 
might influence the original number of planning targets. The last column sho 
the results achieved by the ministries at year end, measured by the actual 
number of targets met. 


The number of targets originally planned corporately (304) was reduced over- | 
all at mid-year by 3 to 301. By the end of March 1981, not only were the 301 
targets achieved, but also 18 extra. In addition two ministries that did not 
have sufficient numbers to derive numerical planning targets, achieved 13 
hires/promotions in under-represented classes. 


Table 10 - Percentage Distribution of Numerical Planning Targets by Choice 
of Priorities for 1980/81 


This table shows the priority targets) planned by the ministries for 1980/81 @ 
a percentage of each priority area. . 
Of the targets, 71.4% of the interviews were planned in areas to diversify th 
Occupational distribution of women in the Ontario Public Service: 45.1% in | 
the skilled and semi-skilled trades, 18.1% in the Professional Specialties, 
and 8.2% in the Technical Specialties. Of the targets, 28.6% were planned | 
In areas to raise the occupational distribution of women in the Ontario Gover! 


ment: 14.8% in the entry level Management 13.2% in the Middle Management an¢ 
.7% in the Senior Executive. 


Ce) Refer to Ministry Implementation Requirements" of the Affirmative Action | 
Directive on page 4-55-1 of the Appendix to this Report. : 
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TABLE 1 


DISTRIBUTION OF CLASSIFIED EMPLOYEES BY SEX AND MINISTRY 
anked by Percentage of Women in Ministry 
March 31, 1981 


TOTAL FEMALE WOMEN AS % OF MINISTRY TOTAL 
MINISTRY 


LOSO (O79 | ero7eT tors 


iscellaneous! 127 

ttorney General 3,069 2,079 

ealth 11,354 7,293 
onsumer & Commercial 1,816 4 5132 
Relations 

(incl.Res.Ten.Com.) 

ommunity & Social 10,423 6,334 
Services 

anagement Board yaa) 128 
mincl.C.S.C.) 

ducation/Colleges and 2,136 497 
Universities (incl. 

Ed. Rel. Com.) 

ousing 948 «=—1.4 lg =- 1.6 
ntergovernmental Ze7~ 025 aie 054 
Affairs 

reasury and Economics 364 0.5 183*4 0.6 
ulture and Recreation B59e¥ 12 424 1.5 
orthern Affairs 150." 0.2 72 0.3 
abour Vs3/oe¥ 2.0 619-" 2.2 
nergy 1T6e" O22 S24 0.2 
ndustry and Tourism 692" 1.0 290.8 (1k 
mncl.0.0.C. &°0.P.C.) 

evenue 35 I23——5.4~|b5422—+5.0 
griculture and Food 5591 2.2 548 1.9 
iovernment Services 2,762——~450 856-30 
orrectional Services 44 842-07 ON Ole2l2e 4.2 
latural Resources qo 5o™=eterS OF ores re 
nvironment Ve981 259 409 1.4 
ransportation & TOPUSSIF TEL 6M IS 7 48S" Cel 
Communications 

Olicitor General 5,074. rose 863 3.0 : 
enior Payroll (EDS) 5979 0.9 38° 0.1 5.6 
ERVICE-WIDE 69,486 100.0 41.2| 40.8] 39.9 | 39.2| 


=—— 
- 


1. Miscellaneous Includes: Justice, Resources and Social Policy Secretariats, 
Cabinet Office, Office of The Premier, Lt. Governor's Office and Niagara 


Escarpment. tts ' ie, 
Ministry of Education was separate from Ministry of Colleges and Universities. 


a. 

3. Ministries of Intergovernmental Affairs and Treasury and Economics previously 
combined. 

4. Information not available; new Ministry. 

5. This figure differs from others recorded in this Report, as three Program 
Executive employees were calculated into the Ministry population figures. 


SALARY RANGE 


Under $ 9,000 
$ 9,000 - $10,999 
$11,000 - $12,999 
$13,000 - $14,999 
$15,000 - $16,999 
$17,000 - $18,999 
$19,000 - $20,999 
$21,000 - $22,999 
$23,000 - $24,999 
$25,000 - $26,999 
$27,000 - $28,999 
$29,000 - $31,999 
Sub-Total 
$32,000 - $34,999 
$35,000 - $37,999 
$38,000 - $40,999 
$41,000 - $43,999 
$44,000 - $46,999 
$47,000 - $49,999 
$50,000 - $52,999 
$53,000 - $55,999 
$56,000 - $58,999 
$59,000 and over 
Sub-Total 


SERVICE-WIDE TOTAL 


0. 
0. 
2. 
Ile 
az. 
13. 
14. 
11. 
13. 
5 

Je 
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TABLE 2 


March 31, 1981 


(a) (>) Sa em) )} (ey) Ree) 
° ry 


0 
4 
2 
7 
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4 
7 
1 
2 
5) 
9 
9 


e e 


Rr WDW COO CO 4PM 


WOMEN 


116 
727 
6,2/2 
8,668 
5,067 
2,000 
1,704 
1,469 
1,020 
454 
299 
301 


4,448 10.9 508 


40,881 100.0 |28,605 100.0] 41.2 40.8 39.9 39.2 38. 
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SERVICE-WIDE SALARY DISTRIBUTION BY SEX 


WOMEN AS A % OF TOTAL 
EMPLOYEES 


1980 


56.5 
85.4 
73.4 
49.1 
(HAT 
27.3 
30.8 
15,3 
16.5 
Lb], 
LSed, 
10.7 


42.4 


+ + + + + FF HF HF 


8.6 


197.9 


78.6 
86.4 
61.7 
8393 
Cook 
28.9 
LS <7, 
16.2 
A Ceoth, 
13.3 
9.2 
8.4 


41.0 


+ + + FF F HF HF HH 


Si 


1978 


83.4 
86.7 


+ + e+ + HF HF HF 


8.5 
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TABLE 3 


AVERAGE SALARY BY MINISTRY AND SEX 
anked by Women’s/Men's Salary 
March 31, 1981 


SALARY 


$34,952 $16,695 
31,017 165602 


WOMEN'S AVERAGE SALARY AS % OF 
MEN'S AVERAGE SALARY 


MINISTRY 


2xcl. O.0.6. 5% OFPac) 


thern Affairs 28,948 16,296 - 
torney General 27,491 15,874 57.9 
4cation/Colleges and 27,635 16,674 - 
viversities(excl. 

d. Rel. Com.) 

dsing 27,981 17,308 6172 
licitor General 233735 14,824 617% 
1s. & Comm, Rel. 22,661 14,423 60.1 
2xcl.Res.Ten.Com. ) 

tural Resources 2c4, 722 14,547 64.3; 186240 64.4 
venue 23,080 14,843 60.2 0 62.4 
vironment 24 , 323 15,725 64.5 a2 64.1 
qagement Board Bc,0e3 21 5411 5) 20 57.9 
mc! .C.S.C.) 

zasury & Economics 29,755 19,822 .6 a8 £6 
tergov. Affairs 29,184 19,443 63.0 4 22 
dour 26,208 17,466 64.6 ie  qwbOsF 
riculture & Food 24,077 1 Ss], 66.3 a oA BOs 
vernment Services 20,833 14,551 70.6 ay | 4) 69.6 
ansp. & Comm. 20,394 14,307 a1. ae «91,7283 
Iture & Recreation 24,056 ES, 138 74.0 «OD 0} 70.8 
alth 19,709 16,406 OheS 4 9: pr8076 
rrectional Services 20,783 17,384 83.9 By -6| 84.8 
m. & Soc. Serv. 97373 163375 8 .0 -4| 86.1 
nior Payroll (EDS)3 42,956 


46,311 


RVICE-WIDE 


. No previous data, as Ministry of Education was separate from Ministry of 
Colleges and Universities. 


- No separate data for.Ministries of Intergovernmenta? Affairs and Treasury and 
Economics, as they were previously combined. 


aa separate Senior Payroll (EDS) Module has been added to this table for 
1980/81; therefore, an anomaly exists between Service-Wide 1980/81 and 
previous years' average annual salary figures. 


Information not available. 


OCCUPATIONAL 
MODULE /CATEGORY 


Administrative Module 
Clerical Module 
Executive Compensation 
Planl 
Operational Module 
Professional Module 
Technical Module 
Administrative Services 
Correctional Services 


Institutional Care Serv. 


Clerical Services 
General Operational 
Serv. 
Maintenance Services 
Office Services 
Scientific & 
Professional Serv. 
Technical Services 
Miscellaneous: 
Law Enforcement Serv. 
Unknown 
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TABLE 4 


OCCUPATIONAL DISTRIBUTION BY SEX 
arc 5 


WOMEN | WOMEN AS A % OF TOTAL MODULE/CATEGORY | 
1977 


35900 
108 
562 


1,790 
25aL0 
[3126 
4,221 
263) 


25155 
2,082 
2633 


6,194 
av3 
1,863 


va [me [om [am 


SS SSS 2S 2S 2S 2S SS SS SS SS Se Se 1 = = 


1. Consists of former Program Executives and former Senior List Executives, abov 


1980 1979 1978 


—— ee 
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the level of Director in Ministries, 
Distribution shown here includes 3 Program Executives not accounted for in 
Senior Payroll (EDS) in Table 1. 


2. No data for 1977 Senior Compensation Plan. 


* Information not available. 
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TABLE 5 
OCCUPATIONAL GROUPS IN WHICH 
WOMEN ARE UNDER-REPRESENTED 

(Segregated Groups! Not Included) 


(Females - less than 30% of the Occupational Group) 


March 31, 1981 


WOMEN | WOMEN AS A % OF TOTAL MODULE/CATEGORY 
OCCUPATION . 
ie a 1981 | 1980 | 1979 | 1978 | 1977 


\DMINISTRATIVE MODULE 


‘{nancial Administration 
general Administration 
Institutional 
|Management 

.abour Relations 
‘rogram Analysis 
Yroperty Administration 
Jnknown 

(Purchasing & Supply) 
social Program 
Administration 

systems Services 


)PERATIONAL MODULE 


sorrectional 
ikills and Trades 


)ROFESSIONAL MODULE 


1 


6.7 
4.1 
7a | 
rags 
oat 
4.1 
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Za 


\ctuarial Science 
\griculture 
irchitecture 

shaplain 

lentistry 

.conomics and Statistics 
‘ducation 

<ngineering and 
Surveying 

yeneral Scientific 
.egal 

ledical 

‘harmacy 

’sychology 

sesources Planning & 
Management 
’rofessional Underfil1 
'eterinary Science 
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.. Groups where there is 100% male representation 


‘Information not available ' 
CORT ndlisreon 
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TABLE 5 (cont'd.) | 

OCCUPATIONAL GROUPS IN WHICH : 

R NDER-REPR D | 

(Segregated Groups! Not Included) ) 

(Females - less than 30% of the Occupational Group) 
March 31, 1981 | 

WOMEN AS A % OF TOTAL MODULE/CATEGOR’ 


| 


OCCUPATION 


TECHNICAL MODULE 


Draft, Design and 2.1 
Estimate 

Engineering and 0.4 
Surveying Support 
Resources, Technical 0.) 
Telecommunications 0./ 
EXECUTIVE COMPENSATION | 


PLAN 
Senior Executive 


ADMINISTRATIVE SERVICES 
SCAUEGUR ee Ly 


General Administration 
Financial 
Investigation (a) 
Investigation (b) 
Property Assessment 


CORRECTIONAL SERVICES 
CATEGORY 


Correctional Services 


GENERAL OPERATIONAL 
~ SERVICES CATEGORY — 


Cleaning, Caretaking & 
Security (b) 

Supply 

Agriculture Support 


INSTITUTIONAL CARE 
CATEGORY 


Institutional Care (a) 
1. Groups where there is 100% male representation 
2. Includes Program Executive Series only 


4S (Be 


TABLE 5 (cont'd.) 
OCCUPATIONAL GROUPS IN WHICH 


WOMEN ARE UNDER-REPRESENTED 
(Segregated Groups! Not Included) 


(Females - less than 30% of the Occupational Group) 


March 31, 1981 


WOMEN | WOMEN AS A % OF TOTAL MODULE/CATEGORY 
OCCUPATION 
1981 | 1980 | 1979 | 1978 | 1977 


(AW ENFORCEMENT SERVICES 
‘CATEGORY a 


—_—_—___ 


law Enforcement Services ‘6 


IAINTENANCE SERVICES 
[CATEGORY 


‘rades and Crafts (a) 
‘rades and Crafts te 
Jehicle Operation 
tehicle Operation (b) 
’rinting 


sCIENTIFIC AND 
’ROFESSIONAL SERVICES 
TATEGORY 


\griculture 

‘ducation 

ieneral Scientific 
‘esources, Planning and 
‘Management (a) 
‘esources, Planning and 
‘Management (b) 
surveying 

feterinary Science 


“ECHNICAL SERVICES 
ec GORY 
sommunications 

Yraft, Design and 
Estimate 

ingineering and 
Surveying Support 
*~hotography 

fanpower Training 
jcientific Support (b) 
Sesources Support 


TOTAL 
SRLS SsSssssesssss SSS SSS SSS SS SSS SSS SSS AMUSE KG a eS. : 
{. Groups where there is 100% male representation 
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TABLE 6 
1980/81 
SERVICE-WIDE 
HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
(Women Less Than 30% Representation) 
# OF WOMEN HIRED 
# OF NUMBER OF AS A % OF 


OCCUPATIONAL VACANCIES APPLICANTS Total | VACANCIES 
MODULE/CATEGORY FILLED 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Compensation 
Plan4 
Admin. Services Category 
Clerical Services Category 
General Op. Serv. Category 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Services Category 
Scient. & Prof. Serv. Cat. 
Technical Services 
Category 


TOTALS 35462(1753)|45,786 19,631 [563 (28)| 15.9 


(*) Waivers of competition are listed separately in brackets and only 
included in total number of vacancies and number of women hired. 

1. Excludes applicants hired by Waiver of Competition. 

2,3. These figures differ from those previously reported due to late 
reports indicating additional vacancies. 

4, Includes Ministries, Agencies, Boards and Commissions. 
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TABLE 7 


ACCELERATED CAREER DEVELOPMENT (ACD) INITIATIVES 


(Include: On-The-Job Training, Job Rotations, 
Secondments, Full-Time Sponsorship of Special Staff Development) 


1980/81 
WOMEN 
TOTAL RECEIVING 
# OF NUMBER OF ACD AS A% 
WOMEN IN INITIATIVES OF MINISTRY 
MINISTRY MINISTRY WOMEN 
Agriculture & Food 4.9 
Attorney General Spal 
Civil Service Commission 10.2 
Community & Social Services 1,8 
Cons. & Comm. Relations 7.5 
Correctional Services 4.1 
Culture & Recreation 4.5 
Education/Colleges ae) 
& Universities 
Energy 3.0 
Environment Sat 
Government Services B25 
Health 6.7 
Housing dO ee 
Industry & Tourism 4.8 
Intergovernmental Affairs - 
Labour 13 
Management Board of Cabinet 35, / 
Natural Resources 5G 
Northern Affairs 4.2 
Revenue Coil 
Solicitor General 0.9 
Transport & Communic. 3.8 
Treasury & Economics 14.2 
TOTALS 1,455 (58) 5.1 


(*) Accelerated career development initiatives undertaken as a result of 
the 1980/81 Affirmative Action Incentive Fund Program are shown in 
brackets; this figure is included in the total number of initiatives. 


1. Ministry re-organized in 1981. No ACD initiatives undertaken; number 
of women in this ministry not included in Total or % based on total. 

2. In addition, 29 initiatives were undertaken by the Metro Toronto 
Housing Authority, which separated from the Ministry of Housing in the 
fall of 1980. 
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TABLE 8A 


] 
EXECUTIVE COMPENSATION PLAN BY LEVEL AND SEX 


Plus Deputy Ministers 
April, 1981 


WOMEN AS A % 
FEMALE OPP LEVEE~OF 
EGE 


TABLE 8B 
DISTRIBUTION OF EMPLOYEES IN 
EXECUTIVE COMPENSATION PLAN BY SEX 


(Plus Deputy Ministers) 


TOTAL MALE FEMALE 


March 1977 
March 1978 
March 1979 
March 1980 
March 1981 


1. Figures here were provided by the Office of Senior Appointments and 
Compensation of the Civil Service Commission, and include Ministries, 
Agencies, Boards and Commissions. 

2. Figures indicate positions held, not vacancy complement. 
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TABLE 9 
NUMERICAL PLANNING TARGETS FOR HIRES/PROMOT IONS 
FOR WOMEN: PRIORITIES 1980/81 


PLANNED FOR REVISED MET BY 
MINISTRY 1980/81 SEPT. 30/80 MAR. 31/81 
Agriculture & Food 2 (+6) 8 13 
Attorney General 2 5 
Civil Service Commission 1 | 2 
Community & Social Services 17 (+2) 19 29 
Consumer & Commercial Relations 6 3 
Correctional Services 98 101 
Culture & Recreation 8 6 
Education/Coll. & Univ. 4 4 
Energy 0 (5)* 
Environment 9 (-3) 6 4 
Government Services 14 16 
Health 19 8 
Housing 6 (-1) 5 4 
Industry & Tourism 0 (8)* 
Intergovernmental Affairs 0 0" 
Labour 6 7 
Management Board Secretariat 3 7 
Natural Resources 25 (-8) 17 20 
Northern Affairs 2 S. 
Revenue 34 (+1) 35 50 
Solicitor General 26 27 
Transportation & Communications 21 8 
Treasury & Economics 1 é 
SERVICE-WIDE TOTALS 304 (-3) 301 218 +(13)* 
*Estimated low turnover and availabilities precluded numerical planning targets 
at the start of 1980/81 fiscal year. However, these ministries were able to 
achieve 13.hires/promotions in under-represented classes within the ministries’ 
priority areas. 
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TABLE 10 
PERCENTAGE DISTRIBUTION OF 
NUMERICAL PLANNING TARGETS BY 

cHoIce OF prroriTiEs‘!) FoR 1980/81 


TECHN] CAL 
SPECIALTIES 
SENIOR EXEC, 
MIDDLE 
SKILLED AND MGMT. 
SEM] - SKILLED 
TRADES & 
SERVICES 
ENTRY 
LEVEL 
MGMT. 
PROFESSIONAL 
SPECIALTIES 


(1) Refer to “Ministry Implementation Requirements" of the Affirmative Action 
Program Directive on page 4-55-1 of the Appendix to this Report. 
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INTRODUCTION TO THE MINISTRY CHAPTER 5 
AND CROWN AGENCY CHAPTERS 


INTRODUCTION TO MINISTRY CHAPTERS 


The format for the 1980/81 Annual Report reflects the new information 
being collected and reported by the ministries as required by the new 
Directive on the Affirmative Action Program for Women Crown Employees. 
In response to the new Directive, which took effect April 1, 1980, and 
continuing with the Government's management-by-results system, each 
Deputy Minister is required to submit specific year-end information to 
the Women Crown Employees Office. 


The Women Crown Employees Office is grateful to those who have 
contributed to this report, and to those who have supported the 
Affirmative Action Program (AAP)during the 1980/81 fiscal year. 


Brief descriptions for the headings found in each Ministry chapter are 
listed below: 


Total Number of Employees in the Ministry 


This figure refers to the number of classified employees within a 
particular Ministry as of March 31, 1981, not including vacant 
complement. 


Women's Share of Ministry Employment 


These figures reflect the number of female classified staff in the 
Ministry (as of March 31, 1981) and the percentage of Ministry employees 
women represent. 


Women's Share of Female OPS Employment 


This percentage reflects the representation of the Ministry's female 
classified staff in the Ontario Public Service (OPS). 


Salary Distribution 


This section examines and compares the average salaries of women and men 
in the Ministry. Indicators are the percentage increase in average 
salaries and changes in the wage gap from 1979/80 to 1980/81. 


Hire/Promotion Progress Report in Under-Represented Classes 


This is a new Table this year, reflecting the hire/promotion rate of 
women in under-represented positions in the Ministry by Module and 
Category. It contains information on the total number of vacancies 
filled by the Ministry in classes where women have less than 30% 
representation, by module and category, and indicates the number of those 
vacancies that were filled by Waiver of Competition (for Management 
Modules). 


The Table also indicates, by sex, the number of employees applying to 
these positions, and the number of women who were hired and promoted. 
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Accelerated Career Development (ACD ) Initiatives 


i i is also new in 1980/81, and shows the actual number of 
Pe Fae ecuUndeREaRen by the Ministry for its women, and the percentage 
of Ministry women this represents. Accelerated career development 
initiatives include on-the-job training, job rotations, secondments, and 
full time sponsorship of special staff development. Also shown are the 
number of accelerated career development initiatives that were undertaken 
as a result of the 1980/81 Affirmative Action Incentive Fund (AAIF). 
These initiatives are included in the total tally of accelerated career 
development opportunities made available by each Ministry. 


Inventories 


Any inventories maintained by the Ministry's Affirmative Action Program 
are described here. 


Allocation of Resources 


The allocation of Ministry funds to carry out the Affirmative Action 
Program are broken down into two areas: Direct Resources are those funds 
allocated directly to the Program; Indirect Resources refer to those 
sources of funding provided by other areas within the Ministry, e.g., 
workshop funding provided by managers, books purchased by the library, or 
reports produced and funded by the Information Branch. 


Staff Training and Development (ST & D 


Statistics have been calculated from the Staff Development Report Form 
prepared by the Ministries. Figures reflect women's participation in 
courses during 1980/81 and may also reflect changes between 1979/80 and 
1980/81. Some ministries have also noted special workshops or courses 
available as a result of their Affirmative Action Program, or educational 
initiatives undertaken by individual Ministry women. 


Highlights of Ministry Affirmative Action Program (AAP ) 


Ministries were asked to use this section to describe any elements of 
their Ministry Program they wished to highlight and were significant to 
the Ministry's or corporate Affirmative Action Program goals. This 
section was also used to report any hires or promotions considered by the 
Ministry to be particularly significant, including breakthroughs (a 
hire/transfer/promotion/reclassification which contributes towards 
improving the Ministry's female occupational Status/level). 


Introduction to Agency Chapters 


The Agency chapters differ from Ministry chapters in format and content 
Since their reporting mechanism varied from that used by the Ministries 


in 1980/81 . These chapters follow a similar format to that i 
BE 0) at used in 
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MINISTRY OF: AGRICULTURE AND FOOD CHAPTER 6 
- Total Number of Employees in the Ministry: 1,539 
Women's Share of Ministry Employment: 35.6% (548) 


Women's Share of Female OPS Employment: 1.9% 


Salary Distribution 


Women's average salary* 1979/80: $14,294 
1980/81: $ 16,257 
An increase of 13.7% 


Men's average salary* 1979/80: $21,568 
1980/81: $24,077 
An increase of 11.6% 


Women's average salary was 67.5% of men's in 1980/81 (compared to 66.3% 
in 1979/80), for a decrease in the wage gap of 1.2%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 
As a % of 


# of Number of 


Occupational Vacancies} Applicants Total Vacancies 
Module/Category (**) (**) Filled 
Administrative Module 50.0 
Clerical Module - 
Operational Module 0.0 
Professional Module 160i 
Technical Module - 
Executive Comp. Plan 0.0 
Admin. Services Category > 
Clerical Serv. Category : 
General Op. Serv. Cat. 0.0 
Inst. Care/Correct. Cat. r 
Law Enforcement Category % 
Maintenance Serv. Category 0.0 
Office Serv. Category - 7 = 
Scient. & Prof. Serv. Cat. 28 105 46.4 


Technical Serv. Category 9 


18 it vi 


(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 7.) as 
% of Ministry women this represents: 4.9% 


* Includes 5 Affirmative Action Incentive Fund initiatives. 


Inventories 


Women With Potential For Non-Traditional Positions: This inventory lists 
all women in OMAF who have demonstrated both the interest and ability to 
move into advanced careers in administrative, managerial, professional, 
technical or operational positions. Career development interviews have 
been conducted by the Affirmative Action Program Co-ordinator and Branch 
Directors to provide career guidance. 


Women in Non-Traditional Jobs: Included in this inventory are all women 
employed in non-traditional jobs either in the technical, professional or 
managerial fields. One of the primary aims of this inventory is to 
increase individual development and improve networking channels among 
women in non-traditional jobs. 


Senior Women in OMAF: This is an inventory listing of all women at level 
AM17 and above. One primary aim is to improve the current communications 
network among Ministry women. 


Allocation of Resources: Direct: $46,000 Indirect: $3,500 


Staff Training and Development 


The number of women participating in staff training and development 
courses of all types increased by 21.2%. Women's participation in 
managerial or supervisory training courses increased by 50%; in technical 
and professional courses, their participation increased by 72.2%. 


Women's share of the training dollar was 41.5% in 1980/81, an increase of 
10.8% from 1979/80, and comparing favourably with their 35.6% proportion 
of the Ministry's complement. Approximately $181.69 per capita was spent 
on women in staff development and training as compared to $166.30 per 
capita spent on men during 1980/81. 


A female research scientist is on educational leave to complete course 


work on her PH.D., sponsored by the Horticultural Research Institute and 
the Ministry. 


Highlights of Ministry Affirmative Action Program 


The Deputy Minister met with senior women to confirm the Ministry's 
commitment to achieving results in affirmative action. Eighteen women 
attended a pilot Residential Workshop for women in non-traditional 
careers. The group focused on theories of men and women in the 
organization, career development, understanding the system and how to 
make it work for each individual. Senior women and women in 
non-traditional careers continue to meet to discuss relevant issues. 


eats 


The Affirmative Action Program Co-ordinator initiated a program of 
outreach recruitment for all competitions in non-traditional areas to 


ensure that the Ministry attracted qualified women. Career development 


interviews were held with women referred to by their supervisors as 
having potential for career development in non-traditional areas. The 
Affirmative Action Council met quarterly with representation from both 


head office and regional staff. The Affirmative Action Program 


Co-ordinator held career and skill development seminars at head office 
and throughout Ontario. Noon hour sessions were held on career 
development topics, and the Affirmative Action Information Committee 
published a newsletter. 


The Ministry published "So You're Looking For A Job" to help Ministry 
employees in their career development. The Co-ordinator managed the job 
rotation program for women within the Ministry, and assisted managers and 
women to plan their careers through job enrichment and secondments. The 
Ministry initiated a policy to use developmental assignments to fill 4- 
to 6-months absences. The Ministry implemented a Performance Appraisal 
Program for employees and the Co-ordinator provided counselling as 
requested by managers and women employees. The Administrative Executive 
Committee in the Ministry integrated the Affirmative Action Program into 
the Ministry's MBR reporting system, and met with the Co-ordinator 


quarterly. The Co-ordinator met with all Branch Directors and senior 


management to discuss the implementation of MBRs. Branch Directors 
submitted MBRs on affirmative action and reported semi-annually on the 
results of their commitments. 


The Ministry produced an audio-visual presentation on the Affirmative 
Action Program. The AAP Co-ordinator gave seminars on the Affirmative 
Action Program to Ministry managers and to women students in agricultural 
programs about careers in the Ministry. The Ministry publication, “So 
You're Looking For An Agricultural Career" was distributed to all 
students graduating from colleges of agricultural technology in Ontario. 


Managers hired about 500 women out of the 750 students in the Experience 
"80 Program to expose them to the Ministry and to give them experience to 
prepare them for professional positions in the Ministry. 


Twenty-six women attended one workshop on "Nuts and Bolts of Managing in 
Government". 


Women were acting in Financial Officer 3, AM-18 and Records Officer 
positions. 
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MINISTRY OF: THE ATTORNEY GENERAL CHAPTER 7 
Total Number of Employees in the Ministry: 3,069 

Women's Share of Ministry Employment: 67.7% (2,079) 

Women's Share of Female OPS Employment: Ties! 


Salary Distribution 


Women's average salary* 1979/80: $14,382 
1980/81: $15,874 
An increase of 10.4% 


Men's average salary* 1979/80: $25,173 
1980/81: $27,491 
An increase of 9.2% 


Women's average salary was 57.7% of men's in 1980/81 (compared to 57.1% 
in 1979/80), for a decrease in the wage gap of 0.6%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies| Applicants Vacancies 
Module/Category (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 


Nh 
on) 


Professional Module 5 1454 —)ppdie 
Technical Module - - - 
Executive Comp. Plan - - - 
Admin. Services Category 8 1 125 
Clerical Serv. Category 1 0 0.0 
General Op. Serv. Cat. 2 0 0.0 
Inst. Care/Correct. Cat. - - - 
Law Enforcement Category - - 
Maintenance Serv. Category 0.0 


Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 
sss S=S=SS>5>=SSS>=S=== 
x) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women hired. 
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Accelerated Career Development Initiatives 


Wi Initiatives undertaken by the Ministry: 190* 


- % of Ministry women this represents: 9.1% 
*Includes 8 Affirmative Action Incentive Fund initiatives. 


Allocation of Resources: Direct: $93,412 Indirect: $1,180 


Staff Training and Development 


Women's share of the training dollar spent on managerial/supervisory 
types of courses increased by 16.4%. Although the actual numbers of men 
and women taking courses decreased, the average dollars spent on each 
woman increased substantially from $175.64 each to $247.13 each or 
40.7%. Additionally, 23 women attending Phase 1 of the Ministry's six 
phase Management Development Program did so through Affirmative Action 
Program sponsorship (many others attended through Managers' sponsorship). 


Highlights of Ministry Affirmative Action Program 


The positions of Program Assistant and Secretary within the office of the 
Affirmative Action Program have been filled on a career development 
assignment basis. These assignments have been advertised within the 
District of York with classified employees coming into the Program to 
develop knowledge and skills for a maximum period of six months. 
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MINISTRY OF: THE CIVIL SERVICE COMMISSION CHAPTER 8 
Total Number of Employees in the Commission: 186 
Women's Share of Commission Employment: 58.1% (108) 


Women's Share of Female OPS Employment: 0.4% 


Salary Distribution 


Women's average salary* 1979/80: $19,790 
1980/81: $22,437 
An increase of 13.4% 


Men's average salary* 1979/80: $29,418 
1980/81: $33,060 
An increase of 12.4%. 


Women's average salary was 67.9% of men's in 1980/81 (compared to 67.3% 
in 1979/80), for a decrease in the wage gap of 0.6%. 


*Both 1979/80 and 1980/81 salaries include Program Executives. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies| Applicants Total Vacancies 
Module/Category (**) (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin, Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


40.0 


TOTALS 


TTS © 22 


ae Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women hired. 


ie) 


1. Amended Feb. 18, 1982: 2 additional male waivers 
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_ Accelerated Career Development Initiatives 


PE Initiatives undertaken by the Ministry: 11* 
- % of Ministry women this represents: 10.2% 


- *Includes 1 Affirmative Action Incentive Fund initiative. 
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Inventories 


“A Career Summary Inventory is maintained for all Civil Service Commission 


employees, and is used to assist management in determining career 
development assignments. 


Allocation of Resources: Direct: $15,000 Indirect: $18,000 


Staff Training and Development 


There were a number of significant changes in women's participation in 
staff development from 1979/80 to 1980/81. The total training dollar 
spent for women nearly doubled (from $11,900 to $23,300). The increased 
training dollars were used mainly in the areas of managerial and 
professional training; 85.1% of female days and 76.6% of the training 
dollar for women were used in these areas. 


Women's participation rate was 61.5% of all courses attended by CSC 
staff. They used 60.8% of person-days committed to staff development, 
and 52.0% of total training dollars expended by the Commission. 


Highlights of Ministry Affirmative Action Program 


Women's share of ministry employment increased by 1.1% from 57.0% in 
1979/80 to 58.1% in 1980/81. Women's average salary was 67.9% of men's 
average salary. Since 1975, the wage gap between men and women in the 
CSC has decreased by 9.0%, from 58.9% in 1974/75 to 67.9% in 1980/81. 


In the Administrative Module, women increased their representation by 
1.4%, from 40.8% in 1979/80 to 43.2% in 1980/81 and, in the CSC's main 
occupational group, Personnel Administration, by 4.9% (from 43.8% in 
1979/80 to 48.7% in 1980/81); women are no longer under-represented at 
any level within the Personnel Administration group. It is also 
significant to note that women continue to increase their representation 
in more senior Personnel Officer jobs at levels APL-18, APL-20 and 
APL-21. This increased representation creates a pool of qualified women 
for executive positions. 


The CSC exceeded its target to increase, by one, the number of women at 
level APL-21. Women now represent 35.7% (5/14) of staff at this level 
compared to 27.3% (3/11) in 1979/80. The CSC also exceeded its targets 
for providing women with accelerated career development assignments: 5 
women in Office Services/Clerical Services (targetted 4), and 6 women in 
Personnel and General Administration (targetted 4). 


Women were successful in 60.5% (23/38) of the competitions held during 
1980/81, 2.4% above their representation in the Ministry. All five 
temporary vacancy competitions (due to secondments, maternity leaves, 
etc.) were won by women. Two female clerks bridged to Personnel Officer 
positions. 


= 506 = 


It is important to note that all of the under-represented classes in the 
CSC have small populations and very low turnover rates, which make it 
difficult to set targets for these areas. For example, the only CSC 
positions in the Professional Module are Chaplains. These positions are 
supervisory and require extensive experience and certification. Since 
women have only recently begun to move jnto junior chaplaincy positions, 
it is unrealistic to set targets in this area at this time. 
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_ MINISTRY OF: COMMUNITY AND SOCIAL SERVICES CHAPTER 9 
7 Total Number of Employees in the Ministry: 10,423 

Women's Share of Ministry Employment: 60.8% (6,334) 

Women's Share of Female OPS Employment: 221% 


Salary Distribution 


Women's average salary* 1979/80: $14,592 
1980/81: $16,375 
An increase of 12.2%. 


Men's average salary* 1979/80: $17,403 
1980/81: $19,373 
An increase of 11.3%. 


icin 


Women's average salary was 84.5% of men's in 1980/81 (compared to 83.8% 
in 1979/80), for a decrease in the wage gap of 0.7%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies} Applicants Total Vacancies 
Module/Category. (**) (**) Filled 


ie) 
oO 


35u1 


on 
~“S 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category’ 


TOTALS 119 (8) |1,542 39 (2)| 32.8 


=2aseezeese= 
(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 116* 
- % of Ministry women this represents: 1.8% 


*Includes 9 Affirmative Action Incentive Fund initiatives. 


Inventories 


Executive Career Development Inventory: This is an inventory of ; 
approximately 80 women employees at pay grade 18 and above, which is 
accessed by managers for developmental assignments, task forces/ 
committees and selected competitions. A management orientation course 
for all participants on the inventory will be held in the winter of 1981. 


Allocation of Resources: Direct: $100,119 Indirect: $16,500 


Staff Training and Development 


During the fiscal year 1980/81, 53.1% of the total participants on staff 
development courses were women employees; women used 48.1% of the total 
dollars spent on Staff Training and Development. Of the women 

_ participants, 51.0% were in the Office Services category. 


Of the women taking courses, 73.2% attended technical/professional 
courses and 12.8% of the women attended managerial/supervisory courses. 
Women accounted for 52.4% of the participants taking these two types of 
courses. 


Highlights of Ministry Affirmative Action Program 


In addition to the participation of the Program Manager in several of the 
Regional Delivery workshops put on by the Affirmative Action Council, the 
Affirmative Action Office offered 20 workshops for COMSOC's female 
employees across the Province on subjects such as: The Effective 
Interview, Family Law, Career Confidence in the 80s, Stress, and | 
Assertiveness Training. Managers and representatives also hosted their 
own workshops to meet the specific needs of the female employees in their 
areas. 


An Affirmative Action Newsletter has been developed to increase awareness 
of the Program and to disseminate pertinent information to employees. An 
Advisory Committee was formed to assist the Program Manager in the . 
preparation and editing of the 4 issues which are produced each year. ) 
The Program Manager had the authority to monitor competitions being held — 
in all under-represented areas. For these competitions where active 
involvement was considered unnecessary, a post-audit was performed. In 
1980/81, female employees comprised 32.8% of the hires/promotions into 
under-represented classes, i.e. of the 119 hires/promotions, 39 were 
females and 80 males. In 28 of the competitions where males were 
successful, there were no qualified female applicants. 


and OM-14) positions and one into a Computer Programmer (MSO-2) 

position. In each of these three classifications, there was no female 
representation at the beginning of the fiscal year. Excluding Senior 
Executives, at year-end (March 29, 1981), women were under-represented 


only in the Technical Module (only 2 of these positions in this Ministry) 


Two women were hired into Hospital Housekeeper (General Operational OM-13 
and the Maintenance Services Category. 
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MINISTRY OF: CONSUMER AND COMMERCIAL RELATIONS CHAPTER 10 
Total Number of Employees in the Ministry: 1,816 
Women's Share of Ministry Employment: 6293% *(T,132) 


- Women's Share of Female OPS Employment: 4.0% 


Salary Distribution 


Women's average salary* 1979/80: $13,059 
1980/81: $14,425 
An increase of 10.5% 


Men's average salary* 1979/80: $21,090 
1980/81: $22,661 
An increase of 7.6%. 


Women's average salary was 63.7% of men's in 1980/81 (compared to 61.9% 
in 1979/80), for a decrease in the wage gap of 1.8%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


(Note: Only figures above include the 2 Civil Servants at Residential 
Tenancy Commission) 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less an 30% 


# of Women Hired 


Number of As a % of 
Occupational Applicants Vacancies 
Module/Category Filled 


Mh 
— 
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Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin, Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


ba’ 
Yew Oo & Gs 
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or 


e 
(x =) 
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TOTALS 829 


i iti i pj kets and only 
**) Waivers of competition are listed separately jn brac 
aaah jn totals for number of vacancies and number of women hired. 


1. Amended March 1, 1982: 1 additional male hired 
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Accelerated Career Development Initiatives | 


- Initiatives undertaken by Ministry: B5* 
- % of Ministry women this represents: 15% 


*Includes 3 Affirmative Action Incentive Fund initiatives. 


Inventories 


The Accelerated Career Development inventory contains women earning 
$17,000 per annum and above, and is accessed to select qualified 
candidates for developmental opportunities. 


Allocation of Resources: Direct: $54,993 Indirect: $19,601 


Staff Training and Development 


The 1980/81 Staff Development Report indicated several significant 
increases in female course participation as compared to the 1979/80 
figures. There was a 66.7% (30 women) increase in total number of women 
taking external courses. Female participation in managerial/supervisory 
courses increased by 8.7%, and in Technical/Professional courses the 
increase was 309.7% over 1979/80 participation. The total dollars spent — 
for female participants increased by 195%. . 


Females made up 73.2% of the total number of participants in courses (al] 
types) and 63.3% of the training dollar was spent on women. Of the 

participants in managerial/supervisory and technical/professional . 
courses, 68.5% were women. | 


Highlights of Ministry Affirmative Action Program | 
| 


MCCR has undertaken a training program to better qualify women in the 
systems field; ninety-three women were tested to determine natural talent 
for systems work. Five women were accepted into the apprenticeship 
program, based on their test results. This training program has produced 
very positive results. | 


A comprehensive Affirmative Action Program Guide for managers was 
compiled by the Women's Advisory Office and issued to senior and middle 
management. The Ministry arranged an Affirmative Action Regional 
Representatives Conference, which was held in Toronto for the 62 Registry 
Office representatives and the 7 Consumer Services Bureau 
representatives. 


| 
A statistical data base from 1977, focusing on the occupational and 
salary distribution of female employees in MCCR, was established (does ; 
not include Residential Tenancy Commission). | 
| 
MCCR was represented on 3 of the 6 corporate Task Forces of the . 
Affirmative Action Council, and the AAPM served as chair of one of them. 


Breakthrough hires and promotions took place at several levels: 4 
females moved into under-represented sex-typed levels (2 as Directors, 2 
as Land Registrars); 3 women became the first women at a particular level 
(1 as a Technician 3, Photographic, 1 as Data Services Co-ordinator and 1 
as Manager, Revenue Office); the Ministry now has 34% female 
representation in the Administrative Module, so the’ module is no longer 
under-represented. 
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MINISTRY OF: CORRECTIONAL SERVICES CHAPTER 11 
Total Number of Employees in the Ministry: 4,842 

Women's Share of Ministry Employment: 25.0% (1,212) 

Women's Share of Female OPS Employment: 4.2% 


Salary Distribution 


Women's average salary* 1979/80: $15,801 
1980/81: $17,384 
An increase of 10.0% 


Men's average salary* 1979/80: $18,824 
1980/81: $20,783 
An increase of 10.4% 


Women's average salary was 83.6% of men's in 1980/81 (compared to 83.9% 
in 1979/80), for a decrease in the wage gap of 0.3% 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 
HIRE/PROMOTION PROGRESS REPORT 


IN UNDER-REPRESENTED CLASSES 
Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies] Applicants Total {Vacancies 
Module/Category (**) (**) Filled 
Administrative Module 0.0 
Clerical Module - 
Operational Module 4. 
Professional Module 100.0 
Technical Module ys 
Executive Comp. Plan z 
Admin. Services Category 42.4 
Clerical Serv. Category * 
General Op. Serv. Cat. 44.0 
mast. Care/correct. Cat. 16.5 
Law Enforcement Category = 
Maintenance Serv. Category 0.0 
Office Serv. Category . 
Scient. & Prof. Serv. Cat. 100.0 
Technical Serv. Category 
TOTALS 65671 6)s We.493 11,123 114. (-)) #3 


(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 


; hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 50* 
- % of Ministry women this represents: 4.1% 


*Includes 2 Affirmative Action Incentive Fund initiatives. 


Allocation of Resources: Direct: $ 42,359 Indirect: $ 11,000 


Staff Training and Development 


Women made up 25.0% of participants in staff training and development 
programs in 1980/81. This participation rate equals their representation 
in the Ministry. 


The Institutional Staff Training Branch developed and sponsored a 
three-day workshop for potential women managers "Becoming a Manager in 
the OPS" and 2 one-and-one-half-day workshops for Correctional Officers 
working with inmates of the opposite sex. The Community Programs Staff 
Training Branch offered a two-day workshop, "Management Skills for 
Secretaries and Clerks". 


Highlights of Ministry Affirmative Action Program 


During the last four years of the Affirmative Action Program, women have 
improved their representation in the Ministry by 3.205, from 21.8%! in 
1977 to 25.0% in 1981. They have also significantly increased their 
representation over the years in two traditionally male occupations: 
Correctional Officer and Probation/Parole Officer. 


1. Prior to 1977, women's representation included the Juvenile Division, 
which was transferred to the Ministry of Community and Social Services; 
therefore, previous percentages indicating women's representation are not 
comparable to the current occupational distribution in this ministry. 
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MINISTRY OF: CULTURE AND RECREATION CHAPTER 12 
Total Number of Employees in the Ministry: 859 
Women's Share of Ministry Employment: 49.4% (424) 


Women's Share of Female OPS Employment: 15% 


Salary Distribution 


Women's average salary* 1979/80: $16,340 
; 1980/81: $18,138 
‘ An increase of 11.0% 


Men's average salary* 1979/80: $22,080 
1980/81: $24,056 
An increase of 8.9% 


Women's average salary was 75.4% of men's in 1980/81 (compared to 74.0% 
in 1979/80), for a decrease in the wage gap of 1.4%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
- (Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational - Vacancies| Applicants Vacancies 
Module/Category (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 


Professional Module 1 1 100.0 
Technical Module ~ ns - 
Executive Comp. Plan 3 0 0.0 
Admin. Services Category 8 a 22.2 
Clerical Serv. Category - = = 
General Op. Serv. Cat. 2 1 50.0 
Inst. Care/Correct. Cat. - a * 
Law Enforcement Category - sf 3 
Maintenance Serv. Category 3 0 0.0 
Office Serv. Category - : y 
Scient. & Prof. Serv. Cat. 3 1 33.3 
Technical Serv. Category 4 3 - 75.0 


TOTALS 
(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 19 
- % of Ministry women this represents: 4.5% 


Inventories 


The inventory of senior women identifies all women in Executive and 
Management Compensation Plans by class level. 


An inventory of all women in feeder groups to management and Executive 
Compensation Plans, from level 15 and above, can be accessed when 
positions at the senior levels are advertised. 


A skeleton inventory of all Ministry women in non-traditional and 
under-represented classes (professional/technical, management, skilled 
and semi-skilled trades, etc.) resulted from an outreach recruitment 
summer project. 


The Ministry also maintains a skeleton inventory of Ministry women who 
have expressed interest in accelerated career development initiatives and 
job rotations. 


Allocation of Resources: Direct: $ 62,800 Indirect: $ - 


c 


Staff Training and Development 


Women composed 69.7% of the total number of participants receiving staff 
development during 1980/81. Women's participation in every type of 
course was greater than their Ministry representation of 49.4% (by a 
minimum of 13%). Women received 58.5% of the total tuition-related 
expense dollars and used 70.3% of the total person-days spent on staff 
development. 


Ee 


Highlights of Ministry Affirmative Action Program 


The Affirmative Action Program was amalgamated with the Human Resources 
Development Program as a 15-month pilot project under the general 
guidance of the Personnel Division. 


Elements of the Affirmative Action Program, including career development, 
have been built into the Ministry's work planning and performance review 
program. Similar considerations were introduced into the MBR process. 


The Ministry exceeded its career development projection. Of 15 
developmental opportunities that had been projected, 8 were to be for 


women. In fact, 18 opportunities occurred and 10 women (55.6%) were 
involved. 


Women were successful in 77 (63.6%) of the 121 competitions held duri 
1980/81. : i mse 
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MINISTRY OF: EDUCATION/COLLEGES & UNIVERSITIES CHAPTER 13 
(Including Education Relations Commission) 
Total Number of Employees in the Ministry: 2,136 
Women's Share of Ministry Employment: 56.0) (1,197) 
eter" s Share of Female OPS Employment: 4.2% 


Salary Distribution (Calculated to include Education Relations 
Commission) 


Women's average salary* 1979/80: $15,155 
1980/81: $ 16,689 
An increase of 10.0% 


Men's average salary* 1979/80: $25,879 
1980/81: $27,669 
An increase of 6.9%. 


Women's average salary was 60.3% of men's in 1980/81 (compared to 58.6% 
in 1979/80), for a decrease in the wage gap of 1.7%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


(Women Less Than 30% 


# of Women Hired 


Number of As a % of 
Occupational Applicants Vacancies 
Module/Category Filled 


Administrative Module 
~ Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
_ Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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TOTALS 


(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 


hired. 


BRAG 2. 


Accelerated Career Development Initiatives: 


- Initiatives undertaken by the Ministry: 44* 
- % of Ministry women this represents: St 7% 


*Includes 5 Affirmative Action Incentive Fund initiatives. 


Inventories 


The Ministry has files, by branch/region/field of fice/provincial school, 
containing a listing of all staff by name, classification, appointment 
date (under-represented classes highlighted). 


A card index is maintained of females receiving some form of accelerated 
career development. 


Allocation of Resources: Direct: $ 38,717 Indirect: $ 45,913 


Staff Training and Development 


In 1980/81, the number of women participating in staff training more than 
doubled. Over the same period, there was an increase of 85% in the 
number of women taking managerial/supervisory and technical/professional 
types of courses. Of the women taking courses this year, 55% took these 
two types. Eighty-one women received tuition assistance. 


Highlights of Ministry Affirmative Action Program 


The Ministry's Affirmative Action Program is staffed by a Program 
Co-ordinator, an Assistant Co-ordinator, a Program Assistant and a 
Go-Temp Secretary. The Co-ordinator reports monthly to the Deputy 
Minister, and the program has been incorporated into the Branch/Region 
Review systems. 


The Co-ordinator and Program Assistant participate on a committee dealing 
with issues on women in non-traditional occupations, and the Program 
Assistant serves on the Regional Program Delivery Task Force. 


The Affirmative Action Unit has developed a Resource Centre for 
distribution and loan of print materials and films. There has been an 
increase in the number of requests for statistics from affirmative action 
groups on the school boards. 


A Comparative Analysis of Male/Female Staff in the Ontario Education 

System, 1972 to 1979, has been completed, and the research study (by B. 
Cassie) examining sex-role stereotyping in guidance at elementary and d 
secondary school levels has been completed. A Ministry memo was sent to — 
Directors of school boards re: equality of employment and student access 
courses. A Secondary Education Review completed this year included some | 
of the implications of sex-role stereotyping. 


The Affirmative Action Unit evaluated the Affirmative Action components 
in the Multi-Year Plans of the 22 Colleges of Applied Arts and 

naperenonts and facilitated a Conference on the Status of Women at 
ntario Universities. An Affirmative Action Workshop was h 

Northern College's three campuses. i “Maye 
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MINISTRY OF: ENERGY CHAPTER 14 
Total Number of Employees in the Ministry: 116 


Women's Share of Ministry Employment: 44.8% (52) 


Women's Share of Female OPS Employment: 0,22 


Salary Distribution 


Women's average salary* 1979/80: $14,647 
1980/81: $16,695 
An increase of 14.0%. 


Men's average salary* 1979/80: $33,518 
1980/81: $34,952 
An increase of 4.3%. 


Women's average salary was 47.8% of men's in 1980/81 (compared to 43.7% 
in 1979/80), for a decrease in the wage gap of 4.1%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies| Applicants Vacancies 
Module/Category (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 


Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst.. Care/Gorrect. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 


> : 
(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives: 


- Initiatives undertaken by the Ministry: 2 


- % of Ministry women this represents: 3.8% 
Allocation of Resources: Direct: $ 21,000 Indirect: $ - 


Staff Training and Development 


In 1980/81, 93 females took part in Staff Development courses for an 
average cost of $121 each, and 104 males for an average cost of $155 
each. This represents a large decrease (40.6%) in the average cost per 
male participant, and an increase (of 7.1%) in the average cost per 
female participant over 1979/80. The number of women taking 
Technical/Professional courses increased by 46.2% over 1979/80. 


One female employee was granted a leave of absence for nine months with 
25% tuition fee paid by the Ministry to complete a degree course with an 
energy-related option. 


Highlights of Ministry Affirmative Action Program 


The Ministry ran an active program of career counselling for women on 
staff and included a career planning workshop for support staff. Part of 
the function of the Affirmative Action Program Manager in this Ministry 
lies in human resources development and in this capacity a specific 
course, in speed reading was developed and given to all Ministry 
personnel. 


As well, lunch time learning sessions introduced women to the business 
environment of the Ministry and the field of energy in "lay" terms, the 
computer industry, an effective meeting skills mini workshop, and a 
management development skills session. 


Special emphasis was given to women in non-traditional jobs, in 
particular at the professional level in the Ministry. A network luncheon 
was held for all women, both on classified and unclassified staff, and 
several positions were opened as secondment opportunities specifically 
for women at management entry levels. 
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MINISTRY OF: THE ENVIRONMENT CHAPTER 15 
Total Number of Employees in the Ministry: 1,981 
Women's Share of Ministry Employment: 20.6 (409) 

“Women's Share of Female OPS Employment: 1 a9, 


Salary Distribution 


Women's average salary* 1979/80: $13,811 
1980/81: $15,725 
An increase of 13.9%. 


Men's average salary* 1979/80: $21,423 
, 1980/81: $24,323 
An increase of 13.5%. 


_ Women's average salary was 64.7% of men's in 1980/81 (compared to 64.5% 
in 1979/80), for a decrease in the wage gap of 0.2%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


i 
if Women Less Than 30% 

i 

i 


# of Women Hired 
As a % of 
Vacancies 
Filled 


Number of 
Occupational Applicants 


Module/Category 


Administrative Module 7 5 71.4 
Clerical Module 1 1 100.0 
Operational Module 4 3} 0 0.0 
Professional Module 48 3 5 10.4 


Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
-Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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ay included in totals for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by Ministry: 15% 
- % of Ministry women this represents: 3.7% 


*Includes 3 Affirmative Action Incentive Fund initiatives. 
Allocation of Resources: Direct: $ 28,774 Indirect:” $ = 


Staff Training and Development 


A large percentage of courses attended by Ministry staff are of a 
technical/professional nature (due to the highly technical nature of the 
Ministry), and although there is a relatively small percentage of women 


in these classifications, more women took Technical/Professional types of 


courses than any other types. The number of women taking the 
technical/professional courses increased by 41.7% over the 1979/80 
number. 


There was an increase in the percentage of women attending Ministry 
Management Skill Workshops. 


The number of women taking courses of a Managerial/Supervisory nature 
increased substantially: 242.9% more women took these types of courses 
in 1980/81 than in 1979/80. In the one-week Management Skills workshops 
given three times yearly by this Ministry, there is always a minimum of 
10% female representation (2 women or more in a group of 20). 


Highlights of Ministry Affirmative Action Program 


The Affirmative Action Program was approved and supported by the Deputy 
Minister. Meetings were held with Branch and Regional Directors to 
update them on the new direction of the program for the 80s. Information 
sessions were also held with the women in the branches and regions across 
the Ministry to explain the targetting process and Accelerated Career 
Development. Developmental assignments were planned and implemented. 


The Affirmative Action Program Manager's position became 100% affirmative 
action. Interview and Resume sessions were held throughout the branches 
and regions. Career counselling to all women continued on a regular 
basis. 


The Ministry Women's Advisory Committee planned a yearly agenda with 
monthly meetings. With the introduction of teleconferencing, the 
regional representatives are now able to participate in the monthly 
meetings. 
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MINISTRY OF: GOVERNMENT SERVICES CHAPTER 16 
Total Number of Employees in the Ministry: 2,762 

Women's Share of Ministry Employment: 31.0% (856) 

Women's Share of Female OPS Employment: 3.0% 


Salary Distribution 


_ Women's average salary* 1979/80: $13,166 
1980/81: $14,551 
An increase of 10.5%. 


Men's average salary* 1979/80: $18,645 
1980/81: $20,833 
An increase of 11.7%. 


Women's average salary was 69.8% of men's in 1980/81 (compared to 70.6% 
in 1979/80), for a decrease in the wage gap of 0.8%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 


Number of As a %.of 


Occupational Applicants Total {Vacancies 
Module/Category (**) Filled 
Administrative Module 7a eh 
Clerical Module - - - - 
Operational Module 2 0 0 0.0 
Professionll Module 5 3 1 20.0 
_ Technical Module 1 0 0 0.0 
Executive Comp. Plan - - - = 
Admin. Services Category 5 186 : 40.0 
Clerical Serv. Category 1 2 0 0.0 
General Op. Serv. Cat. 28 25 6 21.4 
mst. Gare/Correct.. Cat. - : * if 
Law Enforcement Category ~ = . 
Maintenance Serv. Category 55 5 0 0.0 
Office Serv. Category 7 8 2 28.6 
Scient. & Prof. Serv. Cat. - = “ - 
Technical Serv. Category 14 23 2 14.3 
TOTALS 169 (6) }1,990 311 2) a ee 
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**) Waivers of competition are listed separately in brac 
‘a included in etate for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 4/* . 


- % of Ministry women this represents: aruoys | 

*Includes 3 Affirmative Action Incentive Fund initiatives. - 
Inventories 
The Affirmative Action Program maintains an inventory of senior women 
earning $25,000 per annum and above. | 
The program also maintains an inventory of employees interested in career | 
progression. | 


Allocation of Resources: Direct: $ 74,900 Indirect: $ 10,900 


Staff Training and Development 


Women's participation and expenditure rates in staff training remained 
proportionately higher than their 31% of the Ministry employment. 


| 
There was an increase over 1979/80 of 17.2% in the number of women 
attending Managerial/Supervisory and Technical/Professional courses. 
There were fewer (by 30%) women taking the "traditionally female" type of | 
courses (Interpersonal/Personal and Secretarial/Clerical) in 1980/81 than — 
in 1979/80; only 32.6% of female participants, compared to 49.8% in 
1979/80, took these types of courses. This reflects a progression of 
women towards qualifying for middle-management types of positions. 


Highlights of Ministry Affirmative Action Program 


The Deputy Minister and senior management continued to support the 
Affirmative Action Program by promoting and providing career development 
and career opportunities. 


. 
| 
The Ministry established some special Program components in 1980/81. A © 
Ministry Incentive Fund ($25,000 for salaries) was established during the — 
past fiscal year to augment the WCEO Affirmative Action Incentive Fund . 
($7,500); these resources were allocated to provide 6 women with 
career-related job experience. An apprenticeship program, designed to . 
train women in trades, was also created; it is aimed at accelerating the 
employment of women in trades in the future. The first female electrical 
apprentice was hired in the Ministry during the year to begin her 
five-year apprenticeship. 


The Ministry's various Affirmative Action Accelerated Career Development 
initiatives are specifically designed to qualify women for positions in 
underrepresented classes. As a result of this process, the number of 
women employed in the classifications of MSO 3 and Cleaner 2 more than 
doubled during the fiscal year 1980/81. Further efforts of the managers 
towards meeting the Affirmative Action goal, such as encouraging women to 
compete for positions in under-represented classes, brought about the 
hiring of women in the following classes for the first time: Senior 
Usher and Messenger; Engineering and Surveying, PM-14. 
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MINISTRY OF: HEALTH CHAPTER 17 | 


Total Number of Employees in the Ministry: 11,354 : 
Women's Share of Ministry Employment: 64.2% (7,293) 
Women's Share of Female OPS Employment: 250Dm 
Salary Distribution 
Women's average salary* 1979/80: $14,848 
1980/81: $16,406 
An increase of 10.5%. 


Men's average salary* 1979/80: $18,224 
1980/81: $19,709 
An increase of 8.1%. 


Women's average salary was 83.2% of men's in 1980/81 (compared to 81.5% 
in 1979/80), for a decrease in the wage gap of 1./%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT ; 
IN UNDER-REPRESENTED CLASSES . 


Women Less Than 30% 


# of Women Hired 


Number of As a % of | 
Occupational Applicants Total |Vacancies 
Module/Category Female (**) Filled 


Administrative Module 24.4 
Clerical Module - - 
Operational Module 2 20.0 
Professional Module 0 S063 
Technical Module 2 100.0 
Executive Comp. Plan 1 50.0 
Admin. Services Category 2 2550 
Clerical Serv. Category - - 
General Op. Serv. Cat. 3 41.9 
Inst. Care/Correct. Cat. My del 
Law Enforcement Category ~ - 
Maintenance Serv. Category Zz 5.4 
Office Serv. Category - - 
Scient. & Prof. Serv. Cat. - - 
Technical Serv. Category 3 100.0 


TOTALS 

(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 
hired. 


181 (19)}1,823 536 46 (5)| 25.4 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 489% 
- % of Ministry women this represents: 6.7% 


«Includes 3 Affirmative Action Incentive Fund initiatives. 
Inventories 


_ Two different inventories are maintained by the Ministry. The Inventory 

of Career Goals describes the individual's current position, the types of 
responsibilities desired in 3 to 5 years' time and the skills/knowledge 
required to achieve these goals. Forms have been completed by those 
women whose long-range goals are directed towards positions in 
under-represented areas; inclusion is voluntary. 


The second inventory is the Inventory of Senior women, a listing of all 
women earning $24,000 per year, and above. It contains information on 
name, classification, position title and work location. 


Allocation of Resources: Direct: $ 217,900 Indirect: ~$- 


Staff Training and Development 


The Affirmative Action Program organized and underwrote the cost of 3 
three-day workshops on management skills for women as part of the 
identification and development of women's career potential. In addition, 
1,020 women attended 65 career workshops conducted by AAP staff. 


Although the actual numbers of Ministry staff taking courses decreased 
overall (by 4.6%), the proportion of women to men increased slightly (by 
0.4%). Of the women taking courses this year, 57.4% took 
Technical/Professional courses compared to 56.3% of the men, and 8.4% of 
the women took Managerial/Supervisory types of courses. The number of 
women in Office Services Category who took courses this year increased by 
61.2% over 1979/80; that year, women from this category were 7.3% of all 
of the women taking courses, but in 1980/81, they were 12.3% of all women 
taking courses. 


Highlights of Ministry Affirmative Action Program 


The majority of female staff in the Ministry are located outside 
Toronto. Therefore, great emphasis is placed on regional delivery. One 
key to regional program delivery is the network of 55 Representatives who 
provide a base of support for the Affirmative Action Program at the local 
level. These women serve as liaison between the Affirmative Action 
Program staff and their own branches/offices, and between managers and 
women in their areas. 


Activities carried out by the staff of the Affirmative Action Program 
include information sessions for managers and/or staff; consultations 
with managers and Representatives for the development and implementation 
of local activities, and the preparation of biannual reports; skill 
sessions on resume writing, interview techniques, assertiveness and 
self-assessment. Career counselling is provided as an integral part of 
these sessions. 


a» fay So 


During 1980/81, Program staff reviewed and monitored personnel and 
management policies and procedures, including (1) the recruitment 
process: indepth monitoring of targetted positions, post-audit of all 
other competitions in under-represented classifications and the analysis 
of competition waivers, and (2) an examination of sexist components or 
terminology in revised job descriptions. 
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MINISTRY OF: HOUSING CHAPTER 18 
Total Number of Employees in the Ministry: 948 

Women's Share of Ministry Employment: 54.5% (517) 

Women's Share of Female OPS Employment: 1.8% 


— Salary Distribution 


_ Women's average salary* 1979/80: $15,855 
1980/81: $17,301 
An increase of 9.1%. 


Men's average salary* 1979/80: $26,200 
1980/81: $27,981 
An increase of 6.8%. 


Women's average salary was 61.8% of men's in 1980/81 (compared to 60.5% 
in 1979/80), for a decrease in the wage gap of 1.3%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies| Applicants Vacancies 
Module/Category (*%) Filled 


fa) 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
(Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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**) Waivers of competition are listed separately in brackets an 

Ne included in Pact for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 104* 
- % of Ministry women this represents: 20.1% 


*Includes 1 Affirmative Action Incentive Fund initiative. 


Note: Not included are 29 ACD initiatives undertaken for approximately 
20% of female staff in the Metro Toronto Housing Authority (separated 
from the Ministry of Housing in the Fall of 1980) while still under the 
jurisdiction of the Ministry. 


Inventories 


The Human Resources Branch has a computerized inventory which is accessed 
by the Affirmative Action Program. Additionally, the Program maintains 
an inventory based on Career Development Guides. 


Allocation of Resources: Direct: $ 80,980 Indirect: $ - 


Staff Training and Development 


There was an increase between 1979/80 and 1980/81 in the number of men 
and the number of women who took courses of all types. The Ministry also 
increased the amount of money spent on staff training and development. 


Highlights of Ministry Affirmative Action Program 


Affirmative Action MBRs were integrated/incorporated into the Ministry's 
overall MBR system in 1980/81. Reports on under-represented classes were 
made on a regular basis to senior management. Assistant Deputy Ministers 
were much more active in the program and took responsibility for 
affirmative action within their organizations. Some met with Women's 
Advisory Committee representatives from their areas and participated in 
panel discussions at WAC meetings. 


The work of two subcommittees of the women's Advisory Committee resulted 
in the publication and distribution of an affirmative action manual for 
representatives on the Committee and the publication of three affirmative 
action newsletters. 


Seminars were held in June 1980 for area managers, Ontario Housing 
Corporation branch managers, and guidelines were publ ished/distributed 
concerning the implementation of affirmative action into the Schedule 1 
Housing Authorities (Schedule 1 refers to Ontario Housing Corporation's 
definition of their Housing authorities). 


Active outreach recruitment for qualified women in non-traditional 
occupations occurred; female Caretaker was hired. 


_ General Op. Serv. Cat. 
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MINISTRY OF: INDUSTRY AND TOURISM CHAPTER 19 
(Including Ontario Development Corporation and Ontario 


Place Corporation) 
Total Number of Employees in the Ministry: 692 
Women's Share of Ministry Employment: 41.9% (290) 


Women's Share of Female OPS Employment: 150% 


— Salary Distribution Ministry only (bracketed: calculation to include 
Ontario Development and Ontario Place Corporations) 


Women's average salary* 1979/80: $14,885 ($14,751) 
1980/81: $16,672 ($16,570) 
An increase of 12.0% (12.3%) 


Men's average salary* 1979/80: $30,516 ($28,717) 
3 1980/81: $30,017 ($29,402) 
An increase of 1.6% (2.4%) 


Women's average salary was 53.8% (56.4%) of men's in 1980/81 (compared to 
48.8% (51.4%) in 1979/80, for a decrease in the wage gap of 5.0% (5.0%). 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 
As a % of 
Vacancies 
Filled 


Number of 
Occupational Applicants 


Module/Category 


ow 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 


WwW 
° 
Ww 


e 
lan an) 


ine) 
Ve Wars i= aie © ST a ee 
. 


Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 

Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 


(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 
hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 14* 
- % of Ministry women this represents: 4.8% 


* Includes 3 Affirmative Action Incentive Fund initiatives. 


Inventories 


The Ministry has developed an inventory based on career goals and 
development needs expressed in the performance appraisal system and 
through career counselling. 


Allocation of Resources: Direct: $ 32,007 Indirect: $ - 


Staff Training and Development (Ministry only) 


There was an overall increase in the number of women receiving training 
courses in 1980/81 as compared to 1979/80. In the Office Services 
category, women's participation in training increased by 150%; their 
participation in Managerial/Supervisory courses increased by 100%. 


Highlights of Ministry Affirmative Action Program 


The Manager, Affirmative Action Program, prepared the Affirmative Action 
MBR and presented it, with recommendations on the targets and priority 
areas, to the Senior Policy Committee for approval. Low vacancy 
projections and insufficient availability rates of women resulted in no 
formula targets. However, the Policy Committee identified 15 
classifications which would receive special attention if vacancies 
occurred. Eight women were hired into these classifications in 1980/81, 
most in areas which were historically nontraditional for women. 


The Ministry planned for 15 career development moves in 1980/81 - 2 to 
Central Agencies, 13 Internal. Thirteen internal moves took place and 1 
to Central Agency (lack of sufficient opportunities preventing the second 
move). Included in this were moves supported by the Incentive Fund, 
allowing 3 women to get experience in jobs currently under-represented. 
The Manager, Affirmative Action Program, provided career counselling to 
35 women. A series of noon hour information sessions were organized and 
presented by the internal Affirmative Action Advisory Committee. 


The Ministry initiated a Foreign Intern Program in 1980/81. The purpose 
was to provide direct working experience in the Foreign Offices, dealing 
with Ministry programs and the business community. Of the 9 people hired 
on unclassified staff as Industrial Development Officer trainees, 4 were 
women. A series of secondments of executive staff resulted in two women 
being placed in non-traditional areas. 


There were 108 hires/promotions in 1980/81. Of these, 51 (47%) were 
women and 57 (53%) were men. Thirty-three were hires/promotions of 
internal candidates: 18 (55%) were women and 15 (45%) were men. A total 
of 36 reclassifications, not including the broadbanding process, took 
place in 1980/81: 18 (50%) were women and 18 (50%) were men. 
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MINISTRY OF: INTERGOVERNMENTAL AFFAIRS CHAPTER 20 
Total Number of Employees in the Ministry: 229 
Women's Share of Ministry Employment: 52.8% (121) 


Women's Share of Female OPS Employment: 0.4% 


Salary Distribution 


Women's average salary* 1979/80: $17,745 
1980/81: $19,443 
An increase of 9.6%. 


Men's average salary* 1979/80: $28,164 
1980/81: $29,184 
An increase of 3.6%. 


Women's average salary was 66.6% of men's in 1980/81 (compared to 63.0% 
in 1979/80), for a decrease in the wage gap of 3.6%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


Number of 
Occupational Applicants 


Module/Category 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category : 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 
(**) Waivers of competition are listed separately in brackets and only 


Wi es in totals for number of vacancies and number of women 
ired. 
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Accelerated Career Development Initiatives 


No ACD initiatives planned, but 1 waiver of competition for a woman took 
place as a part of her planned career development. 


Inventories 


The Ministry has established a Human Resources Inventory listing relevant 


information on positions occupied, length of service, specific 


1 experience, etc., for Ministry personnel. This Inventory will be 


maintained and expanded. 


Allocation of Resources: Direct: $ - Indirect: $ 7,500 


Staff Training and Development 


Women's proportion of attendance at courses was 36.3%. The total number 
of women attending courses of all types increased by 83.7% over 1979/80. 
Of the women who took courses in 1980/81, 11.1% of them took 
Managerial/Supervisory types of courses and 71.1% of them took 
Technical/Professional courses. Of all the staff taking 
Managerial/Supervisory courses, women made up 43.5%; they were 32.2% of 
the staff attending Technical/Professional courses. 


Highlights of Ministry Affirmative Action Program 


In addition to its core group of French Language Services, the Ministry 
of Intergovernmental Affairs has the Office of Protocol, the Minister's 
and Deputy Minister's Offices, and two divisions specializing in 
intergovernmental relations, structures and capacity. One of these, 
Intergovernmental Affairs, has a high concentration of professional staff 
providing policy advice on Ontario's participation in Canada's relations 
with other jurisdictions. The second, Municipal Affairs, consists of 
financial/technical staff who provide an evaluation of the 
responsibilities of Ontario's system of local government, and aid in 
strengthening the capacity of municipal governments. This specialization 
of skills and experience means that staff has limited mobility, either 
within the Provincial Government, or beyond. 


The part-time Affirmative Action Program Manager determined that, for 
this Ministry, the most important initiative was broadening the career 
base for senior women, and to that end focused her time on establishing a 
network of senior women, counselling and advising them as requested and 
required, and initiating talks with Managers, Directors, etc. re 
developmental moves. 


Several specific developmental activities were possible, among them: 2 
secondments from the Subsidies Branch were arranged, one for a woman, one 
for aman; one woman was encouraged and supported in her career change 
from the financial to the administrative stream. Secretarial staff were 
given upgrading skills training such as attendance at word processing 
demonstrations and courses, partially sponsored by the Ministry. One 
woman was given the opportunity to work with the Office of Protocol and 
participate fully in the 1981 Royal Visit, planning for which began in 
the 1980/81 fiscal year. 
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Managers in this Ministry are supportive of the Program. Further 

developmental secondments or career moves will be initiated whenever 
possible. As of the end of the 1980/81 reporting period, there were only | 
2? classifications which are under-represented (less than 30% female 
representation), one of which has two incumbents; the other has one. 


Note: Significant changes in Ministry composition and organization have 
taken place since this reporting period. Therefore, future 
reports will reflect a very different Ministry composition. 
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MINISTRY OF: LABOUR CHAPTER 21 
Total Number of Employees in the Ministry: 1,373 


Women's Share of Ministry Employment: 45.1% (619) 


Women's Share of Female OPS Employment: Cute 


‘Salary Distribution 


Women's average salary* 1979/80: $15,561 
1980/81: $17,466 
An increase of 12.2%. 


Men's average salary* 1979/80: $24,100 
1980/81: $26,208 
An increase of 8.7%. 


Women's average salary was 66.6% of men's in 1980/81 (compared to 64.6% 
in 1979/80), for a decrease in the wage gap of 2.0%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


# of Women Hired 

As a % of 
Vacancies 
Filled 


Number of 
Occupational Applicants 


Module/Category 
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Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
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(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 
hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 45* 
- % of Ministry women this represents: 7.3% 


*Includes 1 Affirmative Action Incentive Fund initiative. 


Inventories 


An inventory of all women employees is maintained, indicating 
classification level, education, and government employment history. 


Allocation of Resources: Direct: $ 70,120 Indirect: $ 11,340 


Staff Training and Development 


In 1980/81, women's representation in the Ministry was 45.1% compared to 
their participation in staff training and development which was 57.8%, 
indicating that many women took more than one course. Women's share of 
the training dollar was 41.3%. There were a number of in-house courses 
developed for women, e.g., "The Nuts and Bolts of Managing in 
Government". These tend to be less expensive per capita since no travel 
expenses are involved. 


Over half (56%) of the participants in Managerial/Supervisory courses and 
41.6% of the participants in Technical/Professional courses were women. 
This compares favourably with 1979/80 participation rates in these same 
areas: women accounted for 51.1% of total participation. In Managerial/ 
Supervisory courses, women comprised 49.5% and in Technical/Professional 
courses, 32%. 


Highlights of Ministry Affirmative Action Program 


In August 1980, the first woman was appointed as an Assistant Deputy 
Minister. 


Eleven one-day workshops, "The Nuts and Bolts of Managing in Government" 
were presented to one-third of the Ministry's women. The workshop gave 
an overview of such government management processes as financial 
planning, MBR and human resource management. 


The workshop was so successful that an enlarged series (6 days) is 
planned for 1981/82. The material presented in the one-day workshop has 
been prepared for publication in booklet form. 


A publication was produced, "The Self-Directed Career/Life Planning 
Handbook", a series of exercises designed to assist women to determine 
their own career objectives. 
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_ MINISTRY: MANAGEMENT BOARD SECRETARIAT CHAPTER 22 
- Total Number of Employees in the Secretariat: 59 
Women's Share of Secretariat Employment: 47.5% (28) 


-~ Women's Share of Female OPS Employment: 0.1% 


Salary Distribution 


Women's average salary* 1979/80: $21,343 
1980/81: $26,492 
An increase of 24.1%. 


Men's average salary* 1979/80: $36,356 
1980/81: $40,567 
An increase of 11.6%. 


Women's average salary was 65.3% of men's in 1980/81 (compared to 58.7% 
in 1979/80), for a decrease in the wage gap of 6.6%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less an 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies| Applicants Vacancies 
Module/Category (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Sinst.. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 
— 
(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 10* 
- % of Ministry women this represents: 352/% 


*Includes 1 Affirmative Action Incentive Fund initiative. 


Inventories 


A Career Development Inventory is used to assist in career planning for 
all Secretariat employees. 


An Inventory of women, across Government, interested in working on 
part-time developmental assignments at Management Board Secretariat was . 
initiated. 


Allocation of Resources: Direct: $ 7,188 Indirect: $ 11,500 | 


Staff Training and Development 


In 1980/81, women comprised 43.9% of the Secretariat staff who | 
participated in Staff Training and Development. Of the money used in 
1980/81, 37.3% was spent on women, compared to 33.2% in 1979/80. 


In 1980/81, the proportion of women taking Managerial/Supervisory and 

Technical/Professional types of courses was 86.2% of all women taking 

courses, comparing favourably with the 35.1% of all women taking those 
types of courses in 1979/80. Also, of all the participants taking ; 
Managerial/Supervisory courses in 1980/81, 37.5% were female compared to 
29.6% in 1979/80. 


Highlights of Ministry Affirmative Action Program 


Affirmative Action is formally incorporated into the Secretariat's annual 
planning document, "“MOAC". 


Affirmative Action is formally incorporated into the Secretariat's 
Performance Appraisal process for managers. 


The Secretariat has provided 10 secondment opportunities for women from 
other ministries during 1980/81. 
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MINISTRY OF: NATURAL RESOURCES CHAPTER 23 
Total Number of Employees in the Ministry: 4,356 


Women's Share of Ministry Employment: 2253%'(972) 


Women's Share of Female OPS Employment: 3.4% 


Salary Distribution 


- Women's average salary* 1979/80: $13,069 


1980/81: $14,547 
An increase of 11.3%. 


Men's average salary* 1979/80: $20,319 
1980/81: $22,722 
An increase of 11.8%. 


Women's average salarywas 64.0% of men's in 1980/81 (compared to 64.3% in 
1979/80), for an increase in the wage gap of 0.3%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less an 30% 


# of Women Hired 


: # of Number of As a % of 
Occupational Vacancies| Applicants Vacancies 
Module/Category (**) Filled 
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Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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(**) Waivers of competition are listed separately in brackets and only 
included in totals for number of vacancies and number of women 
hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 54 
- % of Ministry women this represents: 5.6% 


Inventories 


An inventory of Senior Women has been maintained, indicating salary range 
and classification level, which could be accessed for ACD purposes. 


A pilot Human Resources Plan has been set up which could be accessed for 
accelerated career development initiatives when/if implemented Ministry- 
wide. 


Allocation of Resources: Direct: $ 92,600 Indirect: $ - 


Staff Training and Development 


The number of women participating in Technical/Professional courses 


increased by 16.5% over last year's figure. Also, during the year, a new 


course on The Performance Management Cycle was given to managers and 
supervisors throughout the Ministry; women's representation made up 
approximately 3.5% of those who attended. 


Highlights of Ministry Affirmative Action Program 


The Affirmative Action Program continued established activities and 
innovated a number of important changes during 1980/81. 


Of the total number of women 15.7% are located in 10 of the 
under-represented modules/categories compared with 14.9% in 1979/80. The 
number of female Resource Technicians increased dramatically by 41% over 
last year's figures. (Resource Technician positions constitute the 
largest single group of employees in the Ministry). 


During one of the worst fire seasons in our history, many female 
employees were temporarily assigned to fire suppression and support 
duties. There was a slight increase in the number of female Junior 
Rangers to 788 from 760 in 1979/80; this represents 43.8% of all Junior 
Rangers. Female summer students continued to be hired in all disciplines 
and female graduates are well represented in the seasonal unclassified 
staff. 


The Ministry embarked on a new comprehensive program management system 
which will tie Affirmative Action results to the Ministry's Performance 
Appraisal System. 


A Hire/Promotion Yield Table was developed and circulated to Senior 
Managers on a regular basis. It listed the results expected in 
percentage form and noted outstanding competitions. This assisted the 
targetting exercise in which the Ministry surpassed the total number of 
Hire/Promotion Targets. Monitoring of the staffing process continued; 


this involved a post-audit of more than 500 job competitions and in-depth — 


monitoring where Affirmative Action Program staff and other women 
participated on the Selection Board in specified competitions. 
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The two-tiered network of approximately 70 Affirmative Action 
Representatives increased the activities of the Regional Delivery Program 

by holding 13 training sessions for some 282 women, arranging and sharing 
143 meetings across the Province, organizing 66 field trips, producing 6 
issues of the Affirmative Action Newsletter and disseminating 
information. Also, many women participated in Government-wide Regional 
Delivery Days throughout Ontario, and others served on Affirmative Action 
Interministerial Committees in various municipalities. 


An Affirmative Action Task Force was formed to review results to date and 
make recommendations for change. The resulting proposals are now under 
consideration by Senior Management. 


Some examples of "first-evers" hired/promoted in the Ministry were: a 
- female Conservation Officer, a District Parks Supervisor, a Fire 
Prevention Officer and a Pits and Quarries Inspector. 
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MINISTRY OF: NORTHERN AFFAIRS CHAPTER 24 
Total Number of Employees in the Ministry: 150 
Women's Share of Ministry Employment: 48.0% (72) 


Women's Share of Female OPS Employment: 0.3% 


Salary Distribution 


Women's average salary* 1979/80: $14,379 
1980/81: $16,296 
An increase of 13.3%. 


Men's average salary* 1979/80: $27,745 
1980/81: $28,948 
An increase of 4.3%. 


Women's average salary was 56.3% of men's in 1980/81 (compared to 51.8% 
in 1979/80), for a decrease in the wage gap of 4.5%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


omen Less an 30% 


# of Women Hired 

As a % of 
Vacancies 
Filled 


# of 
Vacancies 


cet) 


Number of 
Applicants 


Occupational 
Module/Category 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 
(**) Waivers of competition are listed separately in brackets. and only 
included in totals for number of vacancies and number of women 
hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 5 
- % of Ministry women this represents: 4.2% 
Inventories 


_ An informal card index has been established, indicating developmental 
needs (as perceived by the individual) required to reach career goals, 
and educational training received. The card content could be used to 
alert women to job competitions that would meet long-term career goals. 
Content would be updated as course work, additional education and 
experience is gained. 


Allocation of Resources: Direct: $ 9,000 Indirect: $ - 


| Staff Training and Development 


Women's participation in staff training and development was 55.6%, 
comparing favourably to their share of Ministry employment (48.0%). 
Their share of the training dollar was 68.2%. 


Of the Women who took courses in 1980/81, 15% attended Managerial/ 
Supervisory courses and 85% enrolled in Interpersonal/Personal courses. 
Of the total employees taking Managerial/Supervisory courses, women made 
up 33.3%, up substantially from the 12.5% in 1979/80. 


Highlights of Ministry Affirmative Action Program 


The Ministry's Affirmative Action Program Co-ordinator was appointed in 
January, 1981. 


During the year, the first formal management sessions about the Program 
were given to senior staff. Several negative staff attitudes have 
changed towards a positive approach to Affirmative Action. 


For the first time, the female staff in the Ministry were offered an 
introduction to Career Development Workshops. 
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MINISTRY OF: REVENUE 
Total Number of Employees in the Ministry: Satco 
Women's Share of Ministry Employment: 38.2% (1,422) 


Women's Share of Female OPS Employment: 5.0% 


Salary Distribution 


Women's average salary* 1979/80: $13,361 
1980/81: $14,843 
An increase of 11.1%. 


Men's average salary* 1979/80: $22,200 
1980/81: $23,080 
An increase of 4.0%. 


CHAPTER 25 


Women's average salary was 64.3% of men's in 1980/81 (compared to 60.2% 


in 1979/80), for a decrease in the wage gap of 4.1%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less an 30% 


# of 
Vacancies 


(*4) 


Number of 
Applicants 


Occupational 
Module/Category 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 


208 (15) | 2469 
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# of Women Hired 


As a % of 
Vacancies 
Filled 


(**) Waivers of competition are listed separately in brackets and only . 
included in totals for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 30% 
- % of Ministry women this represents: 2.1% 


*Includes 1 Affirmative Action Incentive Fund initiative. 
Inventories 


An inventory of women employees at level AM-17 and above is maintained, 
with details of their career goals and needs. It is accessed to noti fy 
women of career opportunities and to assist managers in planning 
accelerated career «evelopment opportunities. 


- Allocation of Resources: Direct: $ 49,145 Indirect: $ 7,508 


Staff Training and Development 


Women's participation rate in staff training and development courses was 
38.9%, which corresponds to their Ministry representation, and is a 5.5% 
increase over the 1979/80 rate. Women's total share of the training 
dollar was 29.8%, a slight increase over 1979/80. The actual number of 
staff taking courses decreased, but the proportion of women that took 
Managerial/Supervisory and Technical/Professional courses increased. 


Women constituted 42.5% of the recipients of the Fund for Employee 
Educational Assistance (FEED). This program encourages all employees to 
take courses related to careers within the Ministry. The Ministry also 
provides a number of in-house courses and three-day workshops on Career 
Development (the latter are of benefit particularly to women in Office 
-Services/Clerical Services Categories). 


Highlights of Ministry Affirmative Action Program 


The hire/promotion targets set by the Ministry were exceeded; targets for 
the provision of accelerated career development assignments were met as 
planned. 


A planning and evaluation system for setting Affirmative Action goals was 
designed and implemented within the Tax Revenue Program. The Affirmative 
Action Program initiated a system to monitor all staffing activities in 
the Ministry. The Revenue Career Advancement Program provided increased 
developmental opportunities for Ministry employees presently in the 
clerical series to bridge into the Property Assessment or Tax Auditor 
series. 


Affirmative Action activities and achievements appeared regularly in the 
Ministry's publication "Revenues". Regional Delivery of the Affirmative 
Action Program included sessions presented by the Co-ordinator to 
Ministry employees, as well as 11 workshops presented by the Regional 
Delivery Task Force of the Affirmative Action Council across the 
Province. 


Women in the Ministry continued to receive career guidance and 
encouragement through the Career Development workshops. Two separate 
inventories of women in the Ministry were compiled, enabling the 
Affirmative Action Program to encourage qualified Ministry women to apply 
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to competitions and to assist managers in identifying qualified 
candidates for developmental moves. 


There were some significant breakthroughs of women into historically 
male-dominated classes: Financial Administration AM-16, AM-18, AM-20, 
AM-21; General Administration AGA-17; plus Administrative levels in 
Personnel, Information and Systems Services. In addition, women were 
hired for the first time at two other levels: Director (ECP3), and 
Operator 2, Offset Equipment. 


The Revenue Career Advancement Program provided several examples of 
breakthroughs for women who bridged from the Clerical Services Category 
to positions in the Tax Auditor and Property Assessment series. 

Increases in these series are notable because they represent the two main 
professional career paths in the Ministry, consisting of one-third of 
Ministry populations, and which have been traditionally male-dominated. 
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MINISTRY OF: THE SOLICITOR GENERAL CHAPTER 26 
Total Number of Employees in the Ministry: 5,674 
Women's Share of Ministry Employment: 15.2% (863) 

Women's Share of Female OPS Employment: 330% 


— Salary Distribution 


Women's average salary* 1979/80: $13,064 
1980/81: $14,824 
An increase of 13.5%. 


Men's average salary* 1979/80: $21,543 
1980/81: $23,735 
An increase of 10.2%. 


_Women's average salary was 62.5% of men's in 1980/81 (compared to 60.6% 
in 1979/80), for a decrease in the wage gap of 1.9%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 

As a % of 
Vacancies 
Filled 


Number of 
Applicants 


Occupational 
Module/Category 
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Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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included in totals for number of vacancies and number of women 
hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 8* 
- % of Ministry women this represents: 0.9% 


*Includes 5 Affirmative Action Incentive Fund initiatives. 


Inventories 


The Ministry has one Career Goal Inventory, which includes all women in 
the Toronto area by current classification, next classification, 
education, past experience and request for on-the-job training. 


This inventory is used for planning accelerated career development 
activities and notification of vacancies. 


Allocation of Resources: Direct: $ 58,200 Indirect: - $ - 


Staff Training and Development (excludes Ontario Provincial Police) 


Women's share of staff training and development was 38.2%, which greatly 
exceeds their Ministry representation (15.2%), but is a decrease from 
their share in 1979/80. 
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The actual dollars spent on both men and women increased in 1980/81 over 
1979/80 amounts, but women's proportion of those funds decreased slightly — 
(to 35.5% of the total, which is still much greater than their : 
representation). 


Women's participation (actual numbers) and their participation rate in 
Managerial/Supervisory courses increased considerably (from 9.6% of 
participants in 1979/80 to 25% in 1980/81). The actual numbers of both 
men and women taking courses is greater in 1980/81 than in 1979/80. 
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Highlights of Ministry Affirmative Action Program 


The 1980/81 Affirmative Action Program in the Ministry concentrated on 
Management Accountability and Accelerated Career Development activities 
for women. Branch Directors submitted an Affirmative Action Plan to the 
Deputy Minister, reported results at the end of the year and identified 
bridging positions in their Branches. Accelerated Career Development 
initiatives included on-the-job training, job rotation and secondments. 
Of the women participating in these activities, 85% moved up to higher 
classifications after the training period. 
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The Affirmative Action Program Manager visited numerous regional offices 
and presented workshops in Belleville and Peterborough. She also set up 
a committee at the Ontario Police College in Aylmer and assisted in the 
Affirmative Action Council's Regional Delivery Days. A bimonthly 
Ministry news package was sent to all District Offices. 


litte 


fe Se geete 


As part of Outreach Recruitment, a questionnaire was sent to Law } 
Enforcement Instructors at all Community Colleges regarding efforts to Hi 
encourage women to enter police forces. The AAPM also completed a : 
preliminary study on women in policing and continued to provide . 
counselling sessions to all new policewomen recruits. 
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The Equal Opportunity Advisory Committee and Task Forces continued to 
look at problem areas and initiate activities that might reflect or meet 
these needs. They continued to offer lunch-hour workshops and courses 
published the bimonthly Ministry newsletter and updated the three ; 
libraries. 


_ The data base was updated with the Annual Statistics Report being 
published and distributed. Close monitoring took place of competitions 
in under-represented classifications and a post-audit of all competitions 
in the Ministry was conducted. 


The AAPM offered career, academic and personal counselling to women in 
the Ministry as well as consultation to managers in relation to Staff and 
individual problems and complaints. ; 


The AAPM is a member of the Ministry's Educational Subsidy Committee, 

Interministerial/Interagency Provincial Review, CAATS Law and Security 
Administration Programs Committee and was co-chair of the Affirmative 

Action Council's Outreach Recruitment Task Force. 
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MINISTRY OF: TRANSPORTATION AND COMMUNICATIONS CHAPTER 27 
Total Number of Employees in the Ministry: 10,133 
Women's Share of Ministry Employment: 17.3%, sls 440)) 


Women's Share of Female OPS Employment: 6.1% 


Salary Distribution 


Women's average salary* 1979/80: $12,813 
1980/81: $14,307 
An increase of 11.7%. 


Men's average salary* 1979/80: $17,859 
1980/81: $20,394 
An increase of 14.2%. 


Women's average salary was 70.2% of men's in 1980/81 (compared to 71.7% 
in 1979/80), for an increase in the wage gap of 1.7%. 


*1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
Women Less Than 30% 


# of Women Hired 


# of Number of 
Occupational Vacancies} Applicants Vacancies 
Module/Category (**) Filled 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 66* 
- % of Ministry women this represents: 3.8% 


*Includes 4 Affirmative Action Incentive Fund initiatives (3 others are 


_ still in progress). 


Inventories 


The Human Resources Management Inventory can be used to identify women 
for special assignments, developmental opportunities and Ministry 
management programs. 


Allocation of Resources: Direct: $ 118,100 Indirect: $ 6,400 


Staff Training and Development 


Women continue to be highly represented in Interpersonal/Personal and 
Secretarial/Clerical courses. However, in the 1980/81 fiscal year, there 
has been a significant increase in the number of women taking the 
Managerial/Supervisory (increased 80.5%) and Technical/Professional 
(increased 123.6%) types of courses, with the proportion of women taking 
these two types of courses increasing from 37.8% of the women in 1979/80 
to 53.1% of the women in 1980/81. Women's share of the funds spent on 
ST&D increased from 16% in 1979/80 to 18.9% in 1980/81. In addition, 
women's average share of costs has increased by 32.4%, due partially to 
the higher percentage of women taking courses externally which tend to be 
more costly. 


Highlights of Ministry Affirmative Action Program 


There has been a low turnover in management classifications, therefore 
little opportunity to meet the targets in this area. The Ministry has 
now identified areas which require further examination (such as the 
restricted area of search and targetting data) to further improve the 
Ministry's progress. 


There have been significant strides in Accelated Career Development 
programs, such as the establishment and implementation of a Summer 
Student Program involving 13 women on developmental assignments. In 
addition, the Affirmative Action Incentive Fund Program was successful as 
women received training with the intention of using the Incentive Fund. 
However, the Ministry did not have to access the Incentive Fund as 
managers were able to cover the cost of these initiatives. 


_ Other Program Successes: 


(a) The Ministry's Affirmative Action Program Council and network was 
reorganized in 1980/81, and a constitution was established. 


(b) An Action Plan Package was developed and initiated, and 


(c) A Career Development System has been developed and was implemented, 


as were new Planning and Evaluation systems and Management 
Accountability systems. 


<4 


There were significant breakthroughs in 1980/81 in the skilled and 
semi-skilled trades and services position, despite a low rate of 
application by women. Women were hired as Highway General Foreman/ Woman 
1, Highway Equipment Operator 1, and Property Agent 2. Twelve women were 
hired into winter maintenance positions. 
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_ Women's Share of Ministry Employment: 50.3% (183) 


Women's Share of Female OPS Employment: 0.6% 


— Salary Distribution 


i Women's average salary* 1979/80: $17,643 
1980/81: $19,822 
An increase of 12.4%. 


Men's average salary* 1979/80: $28,648 
1980/81: $29,755 

q An increase of 3.9%. 
Women's average salary was 66.6% of men's in 1980/81 (compared to 61.6% 
in 1979/80), for a decrease in the wage gap of 5.0%. 


_ *1979/80 salaries included Program Executives. 1980/81 salaries do not. 


HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


Women Less Than 30% 


# of Women Hired 


# of Number of As a % of 
Occupational Vacancies} Applicants Total Vacancies 
Modul e/Category (**) Filled 


50.0 


Administrative Module 

- Clerical Module 

- Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Inst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 


TOTALS 


ee ar ee me 


i iti i i d only 
**) Waivers of competition are listed separately in brackets an 
mn included in care for number of vacancies and number of women 


hired. 
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Accelerated Career Development Initiatives 


- Initiatives undertaken by the Ministry: 26 
- % of Ministry women this represents: 14.2% 


Inventories: 


The Human Resources Inventory for all Ministry employees indicates career 
potential and interests; it is accessed when vacancies occur, 
particularly in under-represented classes. 


Allocation of Resources: Direct: $ 8,500 Indirect: $ - 


Staff Training and Development 


The number of women taking courses increased by 30.4% between 1979/80 and 
1980/81. Of the women taking courses in 1979/80, 61.8% took 
Technical/Professional courses, compared to 69.2% in 1980/81. Women's 
average share of costs also increased considerably (by 84.2% from 1979/80 
to 1980/81). The Ministry population in Office Services Category is 74% 
female. While all of the participants from this category were female, 
notably half of these women took courses of a Technical/Professional 
nature. 


Highlights of Ministry Affirmative Action Program 


The Ministry continued its total commitment to the Government's policy on 
Affirmative Action. The Ministry's Policy Committee comprising the 
Deputy Minister, the Assistant Deputy Ministers and the Executive 
Director/Administration, met regularly with the women's representatives 
freely chosen by the women of each Division of the Ministry as the 
Ministry's Advisory Committee on Affirmative Action. These meetings 
discussed and attempted to resolve matters of concern to women employees. 


Whereas the responsibility for Affirmative Action is integrated among the 
other responsibilities of the Managers of the Ministry from the Deputy 
Minister down, the program responsibility rested with the Executive 
Director/Administration. In March 1981, a decision was made to hire a 
full-time Affirmative Action Program Manager for the Ministry to allow 
for more opportunity to participate in council and committee activities 
for information exchange and corporate input. 


Representatives of the Advisory Committee on Affirmative Action assisted 
in disseminating information and advising managers on any concerns among 
women. 


Each manager was required to submit an Action Plan indicating what 
initiatives were intended for his/her staff in terms of their 
development. Proposed initiatives must take into consideration the needs 


Poe tae 


of the Affirmative Action Program, e.g. any identified under- 
representation of women in the section or Classification. Managers also 
participated in the completion of the Affirmative Action MBR,. 


In addition, the Ministry extended it's commitment to the new Directive 

on Affirmative Action by making special efforts to plan for hire/ 

_ promotion opportunities for women. This reflects favourably on the 
Ministry's sensitivity to Affirmative Action, and the delivery of a 

progressive Ministry program. 
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THE LIQUOR CONTROL BOARD OF ONTARIO 


Agency Description 
Total Number of Employees: 


Women's Share of Board Employment: 


Occupational Characteristics 


41.9% of total female employees are in the store system. 


CHAPTER 29 


3,546 
7.2% (257) 


2.7% of total female employees in the store system are in management 


positions. 


83.0% of total male employees are in the 


store system. 


36.1% of male employees in the store system are in management positions. 


15 women are in management positions in Head Office (an increase of 3 


women). 


26 more women are employed by the Board than in 1979/80, although the 


total number of employees has decreased. 


Salary Description 
Women's Salary Distribution in 1980/81: 


3.81% - $12,000 
20.82% - $14,000 
23.17% - $16,000 
24.34% - $18,000 
18.48% - $20,000 


9.38% - over $20,000 


Women were under-represented in the $20,000 and over salary ranges, and 
over-represented in the $12,000 to $18,000 salary ranges. 


In 1980/81, women increased their representation in the $18,000, $20,000 
and over $20,000 salary ranges, and decreased representation in the below 


$14,000 range. 


Outline of 1980/81 Action Plans 


Executive Policy Commitment and Involvement 


During 1980/81 the Chairman and General Manager continued to support the 


Program and communicated the aims and objectives via memorandum to al] 


employees. They reviewed and approved recommendations concerning the 
delivery of the Affirmative Action Program. 


The General Manager was kept informed of major activities and concerns on 


an ongoing basis and was responsible for overall decisions. 


The General 


Manager and Executive Directors participated in review of policies and 


procedures that had an impact on program 


results. 
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Assignment of Responsibility 


From April until December 1980, the Program operated on a part-ti 

basis, with the Women's Advisor spending 20% of her time ii fe es 
Affirmative Action Program and the remainder on her normal duties as 
Recruitment Officer. She reported for the Program through the Supervisor 


of Recruitment and the Director of Personnel. 


In January 1981, a full-time Affirmative Action Program Co-ordinator was 
appointed who was assisted by clerical staff. The Co-ordinator is 


responsible for the development, implementation and evaluation of the 
Program and reports directly to the General Manager. 


An Advisory committee of four members was formed to give assistance to 
the Co-ordinator. 


The Co-ordinator is an associate member on the Affirmative Action Council 
and attends general meetings. 


Allocation of Resources 


The part-time Affirmative Action Program Co-ordinator did not have a 
separate budget. Any seminars and expenses were approved by the 
Department and paid by the Board. 


A separate budget has been established for 1981/82 which is presently 
under review. 


Management Participation and Accountability 


The General Manager issued a letter outlining the Affirmative Action Plan 
and requesting Managers' co-operation and participation. The Affirmative 
Action Program Co-ordinator met on a weekly basis with the General 
Manager and submitted recommendations which were reviewed with Division 
Heads. 


Information Systems 


Brochures were printed and distributed to all employees, outlining the 
objectives of the Affirmative Action Program. The Co-ordinator delivered 
the Program to various regions of the Province at management meetings. 


Identification and Accelerated Development of Women 


The Affirmative Action Program office undertook a study to examine the 
current status of the Board's women, to determine the needs and skills of 
these women, and identify those with potential by means of a question- 
naire to form the basis for future career workshops. 


Staff Training and Development Statistics 


Seventeen women participated in staff training and development courses, 
representing 9% of the total participants. 


Members of the Advisory Committee attended six seminars. Three women 
attended career development seminars and one woman attended supervisor 
seminars. 
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Staff Training and Development Statistics (cont'd.) 


Eighteen women took advantage of the Financial Tuition Assistance 
Program. 


Breakthroughs 


The number of women at the LCBO outlets increased from 94 in 1979/80 to 
106 in 1980/81 (a 12.8% increase). 


Three women were promoted to Supervisory positions and one woman was 
promoted to Manager of a store. 


For the first time ever, two women were employed in the warehouse: one as 
a watchperson, and the other as a warehouseperson. 
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THE LIQUOR LICENCE BOARD OF ONTARIO CHAPTER 30 
Agency Description 


Total Number of Employees: 236 


Women's Share of Board Employment: 36% (85) 


Occupational Characterisitics 


NUMBER 


WOMEN AS A 
% OF 
MOD./CAT. 


% OF WOMEN 
IN LLBO THIS 
REPRESENTS 


OCCUPATIONAL 
MODULE /CATEGORY 


Administrative Mod. 
Clerical Services Cat. 
Operational Services 
Cat. 

Office Services Cat. 


Women's representation in the Administrative Module increased by 7.6%, 
from 14.3% in 1979/80 to 21.9% in 1980/81. 


Salary Distribution 


Women's average salary was $15,506 in 1980/81, compared to $13,700 in 
1979/80, for an increase of 13.2%. 


Men's average salary was $27,346 in 1980/81, compared to $21,600 in 
1979/80, for an increase of 26.6%. 


The salary range $10,000 - $15,000 contains 51.8% of LLBO women. 
The salary range $15,001 - $27,000 contains 48.2% of LLBO women. 


Executive Policy Commitment and Involvement 


The Executive Director and Branch Directors reviewed recommendations in 
support of the Affirmative Action Program. Decisions were made regarding 
LLBO priorities and targets in achieving the corporate goal. The LLBO 
has designed evaluation criteria to ensure that activities achieve 
planned results. 


Assignment of Responsibility 


The LLBO's part-time Women's Advisor is responsible for planning, 
developing, implementing and monitoring the LLBO Affirmative Action 
Program. She meets monthly with the LLBO Advisory Committee composed of 
nine female representatives to provide communication for women and to 
discuss projects concerning affirmative action. Information sessions and 
accelerated career development have increased awareness of the LLBO 
Affirmative Action Program. 
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Allocation of Resources 


Direct Indirect 
Salaries and Wages $16,400 
Employee Benefits $ 2,900 
Transportation & Communication $ 30 
Services $ 500 
Supplies and Equipment -- 


Total $19,830 -- 


Management Participation and Accountability 


The Executive Director sets goals for the Affirmative Action Policy 
direction. Activities were carried out and results reported. The 
Women's Advisor provided assistance to all management involved in the 
Affirmative Action Plan, when necessary. 


Information Systems 
Staff Training and Development Statistics | 


A total of 26 women took part in staff training and development during 
the year. The Women's Advisor held a one day Professional Development 
Seminar for 15 LLBO women. Six 2-day Inspection Seminars were attended 
by two female Inspectors and nine female staff members attended courses 
related to career development. 


Recruitment, Selection and Promotion 
In 1980/81, there were 20 women promoted within the LLBO as follows: 


One Administrative Assistant 

One Executive Secretary 

Five Departmental Secretaries 

Two Assistant Licence Officers 
Three Clerks Grade 3 

One Clerk Grade 4 ‘ 
One Stenographer Grade 3 

Six Typists Grade 3 


Breakthroughs 


During 1980/81 there was one breakthrough at the Management Level: the 
first female LLBO Investigator was hired (there are five male 
Investigators). 


Identification and Accelerated Development of Women With Career Potential 


Women in LLBO are concentrated in Office Services and Clerical Services 
categories. Indentified women in these categories participated in career 
development and training to make them eligible for further upward 
mobility. 
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NIAGARA PARKS COMMISSION CHAPTER 31 


Agency Description 


Total Number of Employees: 247 
Women's Share of N.C.P. Employment: 24.3% (60) 


Occupational Characteristics 


Number of Women As A % Of Women in 
Occupational Women in |% of Category/ |Ministry This 
Module/Category Modules Module Represents 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 
Executive Comp. Plan 
Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
minst. Care/Correct. Cat. 
Law Enforcement Category 
Maintenance Serv. Category 
Office Serv. Category 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
Retail Manager 

Retail Sales Clerks 
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Summary of Occupational Changes 


Women's representation increased by 2.1% in the Clerical Services 
Category, from 26.2% in 1979/80 to 28.3% in 1980/81. 


Women still have no representation in 8 categories/modules. 


: Salary Distribution 


Below $9,000 
$ 9,000 - $14,999 


$15,000 - $26,999 
$27,000 - and over 
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Due to pay increases, 15 women have moved out of the $9,000 to $14,999 
range into the $10,000 to $18,500 range. The $9,000 to $14,999 range now 
contains 40% of the women. at N.P.C., compared to 63.9% in 1979/80. One 
female is now in the $27,000 and over salary bracket, which is a first. 


Outline of 1980/81 Action Plans 


Assignment of Responsibility 


The Women's Co-ordinator's position is part-time, combined with her 
regular duties as Manager of the Victoria Park Dining complex; she 
reported directly to the General Manager. 


The Women's Advisory committee met once a month from October to April 
inclusive. (Meetings between May and September ceased due to the fact 
that this is the peak of the Commissions's busy summer season). The 
following were some of the topics covered at these meetings: 


1. A Career Development Workshop on Resume Writing and Job Interviews 
was held. 


2. Lists of promotable employees were compiled within each department 
for the Personnel Department and Women's Co-ordinator. 


3. A Bell Canada seminar was held and attended by both male and female 
employees. 


4. Various department heads or supervisors were invited to each meeting 
to gain an awareness of the purpose, aims and objectives of the 
Women's Advisory Committee. 


Management Participation and Accountability 


Action plan objectives were drafted by the Women's Co-ordinator and 
discussed with Department Heads. The Women's Co-ordinator held meetings 
with the Management Committee whenever it was necessary. Department 
Heads, as well as all staff, were updated on the Affirmative Action 
Program. 


Information Systems 
Staff Training and Development 


All permanent employees are still encouraged to participate in courses 
offered at universities, community colleges, etc., and financial 
assistance is available depending on the course as it relates to 
employees' job duties. 


Two female Retail Managers attended a 5-day course on "Women in 
Management" at the Ontario Government's Staff Development Centre outside 
of Barrie. Others in attendance were from various other departments of 
the Ontario Government. Some topics covered were: self-evaluation, 
managing stress, sexual harassment, writing reports and audio-visual job 
"situations". 


Women's participation in staff training and development courses decreased 
from 57.9% of those attending courses in 1979/80 to 48.4% in 1980/81. 
Women's share of the total training dollar was 40.1% ($1,235.90), while 


men's share was 59.9% ($1,850). 
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Recruitment, Selection and Promotion 
LSS LS aa ae career a alle 


In 1980/81 a total of 25 competitions were held. Where femal 
applied, 13 competitions were monitored and 8 women were iitad, eee 


Breakthroughs 


In 1980/81 the Niagara Parks Commission's first female apprentice became 
a permanent Cook at the newly renovated cafeteria. A female Curator was 
hired permanently at one of the Park's attractions. A female Retail 
Manager was hired permanently to manage a retail outlet at the 
Commission's Greenhouse. 
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TV ONTARIO CHAPTER 32 
(THE ONTARIO EDUCATIONAL COMMUNICATIONS AUTHORITY) 


Agency Description 

Total Number of Employees: 385 

Women's Share of Agency Employment: 48.8% (188) 
Occupational Characteristics 


The breakdown of category and salary bands is unique to this Agency due 
to the Personnel and Payroll Systems in effect at TV Ontario. In 
1980/81, the non-Bargaining Unit salary range structure was reviewed and. 
expanded. These are indicated by the following Table and analysis. 


By-law Salary 
Level* 


1 -- 3 0.8 
a2 1 20.0 5 es 
3 4 22:72 18 Ay 
4 3 2723 11 2.9 
5 15 3b2 48 12.5 
6 6 42.9 14 3.6 
ii 4 26er 15 3.9 
8 9 69.2 13 3.4 
9 10 83.3 12 331 
10 5 71.4 7 1.8 
11 3 100.0 3 8 
12 1 3355 3 8 
13 3 100.0 3 8 
14 21 100.0 21 5.5 
15 14 100.0 14 3.6 
16 re a. bates 0 
17 89 45.9 194 50.5 


*Salary Level Description 


1 Executive Management 10) 
ey Officer/Professional 
12 


Senior Management 
Admin./Secretary 


17 Bargaining Unit 


) 

) 

) 

ae 
6) Middle Management 16) 
) 

Supervisory/Professional 
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Salary Distribution 


Women's average salary was $19,987 in 1980/81 com ared t i 
1979/80, for an increase of $1,675 (9.12). biased Staiass 
Men's average salary was $26,644 in 1980/81 compared to $24,530 in 
1979/80, for an increase of $2,114 (8.6%). 


Women's average salary in 1980/81 was 75.0% of men's compared to 74.7% in 
1979/80, for a decrease in the wage gap of 0.3% 


Outline of 1980/81 Action Plans 


Executive Policy Commitment and Involvement 
2 


During 1980/81, TVOntario underwent a major re-organization in response 
to a stronger marketing orientation. In this restructuring, Personnel 
Resources, of which the HRD office is apart, changed its reporting 
relationship from the Administrative area to the Executive area. This 
shift is seen as a further strengthening of the Organizational commitment 
to affirmative action and its interest in improving the quality of 
working life for all its employees. 


Numerous workshops were arranged for TVOntario Staff, from financial 
planning to studio production. The HRD Advisory group met three times 
during the year and discussed a restructuring in response to the many 
organizational changes. A major employee communications survey was 
conducted and analyzed. One highlight of the survey results was that men 
and women are in agreement in their perceptions of communication within 
the organization; the implication here is that the women feel they are 
being provided with or have access to the same information (i.e., career 
development, hire/promotion activities) as the men. 


Assignment of Responsibility 


The Manager of Human Resources Development and Staffing, and the Women's 
Advisor (an HRD Officer) continued to work jointly on matters of HRD and 
Affirmative Action at TVOntario. The Women's Advisor continued to 
represent TVOntario at the Affirmative Action Council and was a member of 
the Professional Development Task Force during the fiscal year. 


Allocation of Resources 


Direct Indirect 
Salaries and Benefits $44 ,500* $5,000 
Transportation & Communications) 
Services *k $25,000 - 
Supplies & Equipment 
Total $69, 500 $5,000 


_ *Two persons' salaries responsible for entire HRD Program, including the 
Affirmative Action Program. The Women's Advisor role continued to be a 
part of the HRD Officer responsibilities. 


**This included monies for staff development and educational assistance 
for all employees. It was not exclusively for the Affirmative Action 
Program. 
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Management Participation and Accountability 


TVOntario continues to work within a voluntary plan of affirmative action 
rather than an MBR plan, encouraging management to accept the principle 
and practice of raising and diversifying the roles of women. 


Information Systems 


Recruitment, Selection and Promotion 


Eighty-six positions were recruited and filled in 1980/81: 

52 (60%) positions were filled by women; 34 (40%) were filled by men. An 
equal number of women and men (six each) were hired in positions where 
they will direct the work of others. 


Eighteen of the 34 positions filled by males and 27 of the 52 positions 
filled by females were in the bargaining unit. Eight of the 27 bargain- 
ing unit positions filled by women were secretarial or clerical. 


An important trend is the continuing high proportion of successful female 
applicants. Overall, there appears to be a relatively equitable 
distribution of male and female employees across the organization with 
the exception of the Operations Branch, where there is a concentration of 
technical positions. 


Breakthroughs 


In the fiscal year 1980/81, TVOntario promoted a female employee to the 
position of Director of Revenue Development at the Executive Committee 
level. 


Re-Evaluation of Existing Staff Policies, Practices and Structures 


As outlined in the Seventh Annual Human Resources Development Report, 
TVOntario will “continue to improve the status of women as well as the 
quality of working life of all our employees." 


Identification and Accelerated Development of Women With Career Potential 


~ 


HRD staff continue to encourage supervisors to provide developmental 
Opportunities. Eight secondments were offered to internal staff in 
1980/81, as well as one Production Assistant Trainee position. 


All nine employees taking advantage of these opportunities were women. 
Furthermore, a total of 240 courses were taken under the educational 


assistance program. Forty-five per cent (108) of the employees who took . 


advantage of this career development opportunity were women. 
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THE WORKMEN"S COMPENSATION BOARD CHAPTER 33 


Agency Description 


Total Number of Employees: 2,966 
Women's Share of Board Employment: 64.1% (1,902) 


Number of Women as % of All Women 
Women % of Scale Employees 


197.9 1980 1979 1980 1979 1980 


Occupational 
Scale 


Clerical T215 1,298 92.0 92.5 
Industrial 25 27 LAC 22.0 
Treatment 104 wm cha) 


Management and 
Senior Admin. 


466 


63.2 64.1 100.0 100.0 


Summary of Occupational Changes from 1979 to 1980 


Women's share of employment at the WCB has been steadily increasing since 
1976. This trend continued during 1980. 


1979 - 63.2% of Board employees were women 
1980 - 64.1% of Board employees were women 


During 1980, there was an increase of 232 employees at the Board. Of 
these 232, 75% were female and 25% were male. 


Women's representation in the Management and Senior Administrative Scale 
has been steadily increasing since 1976. This trend continued during 
1980. 


1979 - 33.2% of Management and Senior Administrative Scale were women 
1980 - 36.0% of Management and Senior Administrative Scale were women 


In 1980, more than half (138) of the increase of 232 employees went into 
the Management and Senior Administrative Scale. Of this 138, 40% were 
male and 60% were female. 


As in 1979, women's representation (60%) in this increase in Management 


and Senior Administrative Scale employees is well above their current 


(36%) representation in this scale which is a positive trend. 
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Outline of 1980 Action Plans 


| 
Executive Policy Commitment and Involvement | 
j 


unity Co-ordinator reports to the Vice-Chairman of 
De ee rend the Executive Director of Human Resources Division. | 
The Equal Opportunity Co-ordinator attended six Management Committee | 
meetings, met twice with the Vice Chairman, and held bi-weekly meetings 
with the Executive Director of Human Resources Division. . 


Assignment of Responsibility 


Direct support staff consists of one full-time Program Assistant and one 
part-time typist. Indirect support is received via a 12-member committee 
which has no formal meeting schedule. Members of the committee volunteer 
to work on special assignments with the Equal Opportunity Co-ordinator 
and Program Assistant from time to time. The Human Resources Division, 
Communications Division, and Information Systems and Data Processing 
provide support services. The Equal Opportunity Co-ordinator actively 
participated on the Affirmative Action Council and the Professional 
Development Task Force. 


Allocation of Resources 


Direct Indirect 
Salaries and Wages $19,500 $23,000 
Employee Benefits 2,300 3,700 
Transportation and Communication 1,000 1,500 
Services 6,800 - 
Supplies and Equipment 10,600 - 


TOTAL $40,200 $28,200 


Management Participation and Accountability 


The Equal Opportunity Co-ordinator presented the Equal Opportunity 
Program to the following divisions: Vocational Rehabilitation, Claims 
Services, Financial Services, Administrative Resources. In response to 
requests, presentations on the E.0.P. were made to supervisors’ meetings 
of the Claims Adjudication Branch and Vocational Rehabilitation Division. 


The Equal Opportunity Co-ordinator was invited by the Director of 
C.1.C.S. Branch of Claims Services Division to establish a career 
development plan for area office staff. This project was developed in 
co-operation with Human Resources Division. The Equal Opportunity 


AT. and the Career Development Program were presented to five area 
offices. 


Executive Directors and Directors assisted in program planning and 


implementation through suggestions and recommendations to the Equal 
Opportunity Co-ordinator. ; 
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Information Systems 


Staff Training and Development Statistics 
Of the total female employees, 32.3% (615 women) participated in staff 


training and development courses in 1980. Women's share of the total 


training dollar was 38.9%. 
Recruitment, Selection and Promotion 


In 1980, 7,134 competitions were monitored. Women had 41.9% of total 
interviews and won 46.2% of the competitions. 


Breakthroughs 


There were 26 breakthroughs in 1980. Twenty-three women and three men 
moved into occupational areas or levels where their sex has traditionally 
been under-represented. Significant among these were one woman appointed 
as Co-ordinator of Vocational Rehabilitation Policy and Review and one 
woman appointed as Director of Resources and Development. 


Re-Evaluation of Existing Policies, Practices and Structure 


The Equal Opportunity Co-ordinator published and distributed a booklet 
entitled "Selection Process at the W.C.B.", provided 64 individual 
counselling sessions regarding career plans and resume writing and 
co-sponsored a workshop entitled "Interviewing Skills" with the Resources 
and Development Branch. To assist working women with child care, the Day 
Care Co-ordinator from the Ministry of Government Services gave 2 noon 
hour presentations. 


Regional Program Delivery 


The Equal Opportunity Co-ordinator visited 5 area offices in 1980. 
Presentations on Equal Opportunity were given to supervisory staff. 
Further to the presentations, the Equal Opportunity Co-ordinator held 36 
counselling sessions with area office staff. 
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POLICY 
Affirmative Action Program 


Equal opportunity for women Crown employees is the policy of 
the Ontario Government. In order to accelerate the rate of 
improvement in women's occupational status, the Ontario 
Government has also approved a policy of Affirmative Action 
for Women Crown Employees. Ministries are therefore 
directed to continue their Affirmative Action programs. 


Management Board Minutes of February 12 and March 4, 1980. 


Cabinet Minutes of February 20 and March 12, 1980. 


Equal Opportunity is the policy of the Ontario Government. 
It involves equality of access to all positions, and to 
training, promotional, and developmental opportunities 
Tegardless of race, creed, colour, age, sex, marital status, 
nationality, ancestry, or place of origin. 


Affirmative Action is a results-oriented approach to 

increase the utilization of women in the work force. It 

involves: 

- policy review and modification to eliminate systemic 
barriers to women's advancement; and 

+ planned, measurable results for achieving improvements 
in women's participation in staff development and in 
their occupational distribution. 


Systemic Barriers refer to policies and practices which in 
themselves, or through inappropriate application, disadvan- 
tage certain groups in the work force. 


Numerical Planning Targets refer to minimm targets for 
improving women's representation in under-represented cate- 
gories, modules and levels which are planned by the ministry 
and approved by Management Board. 
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Affirmative Action Program 


! 
| 
GENERAL POLICY (continued) | 


| 
Definitions: (continued) ! 


“Accelerated | 
Career Accelerated Career Development refers to direct career 2 
Deve lopment” development activities aimed at increasing the pool of | 
qualified women within the Ontario Public Service by such : 
means as: | 
. on-the-job training, job rotations and secondments; or 
. full sponsorship of special staff development 
programs. | 
| 
“Under- 
represented Refers to any category, module, or level where women make up 
Category, Module less than 30% of the population. 
or Level” - 
Applicability: This policy applies to all ministries and to agencies, 
boards and commissions subject to Management Board policies, 
unless otherwise directed by Management Board. ) 
Corporate 
Goal: The corporate and long-term goal of the Affirmative Action 
Program is to achieve equal opportunity for women Crown 
emp loyees. 
The achievement level of this goal is that representation by 
women, in all modules and categories, reach a minimum of 30% 
by the year 2000. 
Corporate 
Objective: The long-term objective of the Affirmative Action Program is 
to raise the level and diversify the occupational distribu- 
tion of women Crown employees as tangible evidence of their 
obtaining equal opportunity. 
The planned achievement level of this objective will be 
determined by Management Board and communicated to all 
deputy ministers. 
Ministry 
Objective: The long-term ministry objective for the Affirmative Action | 
Pita is to raise the level and diversify the occupational 
cede of women according to numerical planning 
sande developed by the ministry and approved by Management 
4=50=2 
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POLICY 
Affirmative Action Program 


ffirmative 
stion A centrally monitored Affirmative Action Incentive Fund has 
icentive been established by Management Board and is available to 
ind: ministries: 
+ to encourage achievement of the program objective; and 
- to assist managers in providing accelerated career 
development for women. 
Criteria for accessing the fund and administrative 
procedures are available from the Women Crown Employees 
Office, Ministry of Labour. 
ssource 
location: Resources allocated by ministries to the Affirmative Action 


| Program should: 
a) be clearly identified; and 
b) relate to: 
- the size of the ministry; 
« the proportion of women in the ministry; 
+ Yegional organization; 
- ministry characteristics; and 
- vesults achieved. 
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POLICY 
Affirmative Action Program 


INISTRY IMPLEMENTATION REQUIREMENTS 


asic 
ssentials: 


inistry 


rlorities: 


1ioice of 
‘Lorities: 


iteria for 


Oosing 


Lorities: 
i SSSR Ee 


The following basic essentials are required of all 

ministries: 

- an Affirmative Action Program Manager, appointed by 
the ministry; 

+ a comprehensive data base; 

+ Systems Co ensure management accountability, which 
shall include tying affirmative action results to the 
ministry's performance appraisal system; 

+ review and monitoring of both personnel and Mana gement 
policies and procedures; 

+ regional delivery. 


In order to increase the pool of women qualified to compete 
for positions in the Ontario public service, all ministries 
must undertake accelerated career development in the form 
Or: 
- on-the-job training, job rotation and secondments; or 
- full sponsorship of special staff development 

programs. : 


Ministries mist choose a minimum of 2 priorities from the 
following: 


a) Priorities to raise the level of the occupational 
distribution of women, i.e. initiatives to get more women 
into: 

1. executive positions (Program Executive Plan and 
Senior Compensation Plan); 

2. middle management (any under~represented modules); 

3. entry level management positions. 


b) Priorities to diversify the occupational distribution of 


women, i.e. initiatives to get more women into: 
l. skilled and semi-skilled trades and services; 
2. cechnical specialist positions; 

3. professional specialties. 


Ministries must ensure that the priorities they choose: 
relate to ministry problems (see “Criteria for 
Identifying Problems” in this Section); 

» are vtealistic in quality and quantity; 
progress from the current stage of the ministry's 
Affirmative Action development and the results 
achieved to date; 
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» MINISTRY IMPLEMENTATION REQUIREMENTS (continued ) 
Ne eS 


Criteria for 
take advantage of special conditions and opportunities 


Choosing : 
Priorities: for raising and/or diversifying the occupational 
(continued ) status of women. (For example, expected high turnover 


in any level of any under-represented category or 
module which would provide great potential for 
increasing the number of women. ) 


Criteria for 


Identifying A problem exists where: 
Problems: . little or no increase in women's representation over 


the last three years in any under-represented cate- 
gory/module/classification level has taken place; 

+» mo women or very few women are in a level of a cate- 
gory/module/classification level; 

- no or very few immediate potential female candidates 
exist for any level in an under-represented category 
or module; 

- women have not been hired in proportion to their 
availability over the last three years in a level of a 
category or module. (Availability here refers to 
internal availability, which is women at the level 
directly below the vacancy, and external availability, 
which includes the numbers of women available from the 
private sector and in proportion to their graduate 
tatios. Data on availabilities are provided by the 
Women Crown Employees Office. ) 


Reporting 
Systems and Management by Results Reports (MBRs): 
Procedures: - should be submitted to the Women Crown Employees Office 
on December lst of each year for analysis; and 
- will be formally reviewed and approved by Management 
Board at the ministry's estimates review and approval 
process. 
A brief semi-annual status report: 
- should be submitted to the Women Crown Employees Office 
on September 30th of each year; 
- will form the Affirmative Action Section of the General 
Management Report to Cabinet; and 
+ will be reviewed by the Civil Service Commission and 
Management Board prior to Cabinet. 
Year-end reports on results achieved should be submitted to 
oe Women Crown Employees Office on April 30th of each year 
SRS aol: the Annual Report on the Status of Women 
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POULCY 
Affirmative Action Program 


orporate 
onitoring and The corporate monitoring and evaluation process includes: 
valuation: - the Annual Report on the Status of Women Crown Emp loy- 
ees which is tabled in the Legislature; 
- the Affirmative Action Program Section of the Manage- 
ment Board's General Management Report; and 
+ year~-end and periodic status reports prepared by the 
Women Crown Employees Office for Management Board. 
inistry 
valuation and Ministries are required to maintain their own systems of 
»>dification: internal evaluation and modification. For assistance, see 
the WCEO Technical Assistance Paper "Ministry Internal 
Evaluation”. 
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LETTER OF TRANSMITTAL 


The Hunourable Russell H. Ramsay 
Minister of Labour 

Province of Ontario 

Parliament Building 

Toronto, Ontario 


I am pleased to present to you, for tabling in the 
Legislature, the Eighth Annual Report on the Status 
of Women Crown Employees for the fiscal year 1981/82. 


The report documents the activities and results in 

the eighth year of the Ontario Government's Affirmative 
Action Program for women Crown employees. It also 
provides an overview of the direction the program has 
taken over the years, highlights the phases through which 
it has progressed, and discusses some of the indications 
for the future of the Program. 


The Women Crown Employees Office prepares the report annually 
to fulfil the monitoring and auditing function recommended 

in the June 1973 provincial Green Paper, Equal Opportunity 
for Women in Ontario: A Plan for Action, the subsequent 
instructions about the Program received from Premier William 
G. Davis, and the provisions of the current Directive on 
Affirmative Action, effective April 1, 1980. 


This program monitoring and evaluation material is the 
result of considerable work on the part of the Women Crown 
Employees Office, the Affirmative Action Program Managers 

in the ministries and Crown agencies, and many others in the 
Ontario Public Service who contribute to the Affirmative 
Action Program. 


Deputy Minister of,Labour 
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CHAPTER 1 


INTRODUCTION 


The fiscal year 1981/82 was the second year of activity under the April, 
1980 Directive on Affirmative Action for women Crown employees. We now have 
two years of results using the numerical planning target methodology 

(and at time of writing we are well into the third year). This provides a 
more factual results data base upon which to examine the chosen direction 
and goals of the program, and modify them if necessary. 


During the 1981/82 fiscal year, and continuing currently, there have been 

a number of important changes in the environment within which the Affirmative 
Action Program operates. Economic constraints have produced a negative 
staffing climate, involving external hiring freezes, reductions in staffing 
ratios and budget cuts. There has therefore been a limitation placed on the 
availability of qualified female applicants from external sources, a 
reduction in the number of vacancies for which women can compete, and 
limitations on staff development and salary budgets which finance the career 
development aspects of the program. 


Nevertheless, progress in advancing women's occupational status in the 
Ontario Public Service has been continued, and the statistical and graphic 
data which follows will highlight a number of areas where women's progress 
has been greater than men's. 


Another highlight of the 1981/82 year was an audit of the Women Crown 
Employees Office and some aspects of the Program, by the Provincial Auditor. 
The Report of The Provincial Auditor was followed in January, 1982, by a 
review of certain of the recommendations by the Standing Committee on 

Public Accounts. The result of this examination was an agreement that the 
specific goal of 30% representation by women in all modules and categories 
may not be realistic in some areas, and that the goal and methodology be 
re-examined. 


As a result of these various observations and examination of results to 
date, the Women Crown Employees Office will be developing some modifications 
to the Program in time for the 1984/85 fiscal year. It is anticipated 

that these modifications will strengthen the initiatives already underway, 
will consolidate ministry and corporate results, and will take into 
consideration the impact of current and potential economic conditions, 

while accelerating the positive progress already achieved. Minor 
modifications to planning methodology and reporting mechanisms have 

already been made from year to year. 


se ha 


This year's Report has some additional graphics, i1lustrating women's 
advancement as opposed to men's. It also includes some expanded competition 
data, and comparative year to year information on hire/promotion activity 
and accelerated career development initiael ves. 


It is hoped that this expanded information base will not only assist 

us in planning future program components and thrusts, but will help to 
illustrate the widely disparate factors which contribute to the achievement 
of the Program's objectives. 


CHAPTER 2 


CORPORATE ACTIVITIES: 
THE WOMEN CROWN EMPLOYEES OFFICE 


The Women Crown Employees Office (W.C.E.0.) was established in April, 1974, 

to implement those recommendations of the 1973 Green Paper "Equal Opportunity 
for Women in Ontario: A Plan for Action" which related to improving the 
status of women employed in the Provincial Government. 


During 1981/82 the W.C.E.0. had a staffing complement of seven: a director, 
three program development officers, a program assistant and two support 
staff. The Director's position changed incumbents, with Mrs. Barbara Speakman 
appointed effective November, 1981. 


The major responsibilities of the Women Crown Employees Office are: 


I. Program Development and Co-ordination 
II. Research, Monitoring and Evaluation 
III. Information and Education 


related to the Affirmative Action Program. While the W.C.E.0. has been 
designated to carry out these functions, the Office works closely with the 
Civil Service Commission and its staff, and the Management Board 

Secretariat and its staff. These central agencies have primary responsibility 
for policies and programs which affect all employees. 


This chapter will report on the activities of the W.C.E.0. and those other 
areas of Government which contributed toward the Affirmative Action Program. 


IT. PROGRAM DEVELOPMENT AND CO-ORDINATION 


The W.C.E.0. continued the development of more sophisticated techniques to 
implement and monitor the provisions of the latest Directive, which was 
effective April 1, 1980. (This Directive is reproduced as the Appendix 
of this Report.) To facilitate the program planning work for each 
individual ministry Affirmative Action Program, the W.C.E.0. modified 
and streamlined the instructions and forms for the Management by Results 
(M.B.R.) targetting process. It also co-ordinated the development of a 
computerized program to produce specific statistical data to support the 
targetting process. As more experience is documented under the current 
Directive, the statistical data will become more and more specific and 
refined. 
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The data will be the basis for reviewing the appropriateness of the 
Program's numerical goal of 30% in all categories and modules by the year 
2000. It should perhaps be noted again that targets are not quotas. The 
targets are established using projection of the number of vacancies 
expected in under-represented classes (fewer than 30% female representation) 
and the estimated percentage that women comprise of all persons qualified 

to fill the estimated vacancies (female availability rate). Targets are a 
projected numerical definition of the minimum possible opportunities for 
hiring/promoting women into under-represented classes. 


The Ministries continued to implement the major elements of the latest 
Directive: 


- annual numerical planning targets were set by ministries, reviewed 
by the W.C.E.0. and approved by the Management Board of Cabinet. 


- accelerated career development initiatives were undertaken to 
assist women in becoming more competitive for vacancies in 
under-represented classes. 


- inclusion of affirmative action results in the performance 
appraisal of managers in ministries as they develop formal 
performance appraisal systems. 


- choice of program priorities to maximize the ministry results. 
- maintenance of program basics. 


The W.C.E.0. also made a presentation to Management Board of Cabinet to 
increase the Affirmative Action Incentive Fund, established with the latest 
Directive to $300,000. for this fiscal year. The Fund is administered by 
the W.C.E.0. and is accessed by ministries to provide salary dollars to 
fill-in for women who are being provided with accelerated career development 
activities during this year. The ministries fund the majority of these 
activities from within their existing salary and wages budget; however, the 
Incentive Fund provides additional monies, as required, as an incentive to 
provide more career development opportunities. The fund operates on a 
"contingency" basis. 


Management Board of Cabinet reviewed ministries' progress in achieving 


their numerical targets twice during the fiscal year: at September 30, 1981 
and "Maren ols "h9ec. 


Corporate Issues Report 


The W.C.E.0. and the A.A.C. completed the research and prepared a Corporate 
Issues Report covering areas of government personnel policy, standards, 
guidelines and practices which inadvertently present a barrier to women's 
advancement to equal employment status. A joint presentation was made to 
the Civil Service Commission making recommendations for changes to existing 
policy and new initiatives with respect to personnel practices. | 
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Recommendations were made and the report accepted by the Civil Service 
Commission in January, 1982. The W.C.E.0. has begun a program of follow-up 
on each of the 17 issues identified, including maternity leave, sexual 
harassment, apprenticeship, women into senior management, staffing standards, 
job evaluation methods, word processing, sexist stereotyping, day care, and 
permanent part-time employment. It is planned that the activity on Corporate 
Issues during 1982/83 will consist of pursuit of each issue to successful 
completion where possible, and provision of input to the Civil Service 
Commission on an ad hoc basis. 


Some issues, such as paid maternity leave and working conditions for 
operators of Video Display Terminals, were also the subject of Collective 
Bargaining, and the outcome may depend on the conclusion of the Collective 
Agreement on Working Conditions and Employee Benefits between Management Board 
of Cabinet and the Ontario Public Service Employees Union. 


Administration Support Group 


The W.C.E.0. and the Affirmative Action Council continued to provide input 
to this classification standards project of the Civil Service Commission. 
The project, formerly called the Clerical Services/Office Services 
Classification Standards Review, affects approximately 17,000 employees, of 
whom the vast majority are women. 


Experience ‘81 


The W.C.E.0. participated in the Ontario Youth Secretariat's program, 
Experience '81, by offering a summer employment program which placed 10 
students in various ministry Affirmative Action offices. These placements 
provided the students with direct experience in the Affirmative Action field 
through their projects relating to Affirmative Action research, education, 
publicity and program development. 


The students were given additional special training. At the start of the 
program there was a two-day orientation touching on a broad range of 

issues relating to women in the work force, the Affirmative Action Program 

in the Ontario Public Service and the structure of the Government of Ontario. 
Mid-summer, the students attended a two-day workshop on career planning 

and motivation. 


II. RESEARCH, MONITORING AND EVALUATION 


Data Packages 


The W.C.E.0. provides a statistical information package to each Affirmative 
Action Program Manager twice yearly. The package includes data on hiring 
and promotion activity and occupational and salary distribution of men and 
women in the ministries. 


Technical Assistance Packages 


The M.B.R. and Targetting Technical Assistance Packages were revised and 
reissued to assist Affirmative Action Program Managers in establishing 
numerical hire/promotion planning targets and other related affirmative 


action activities. 


As well, the W.C.E.0. produced an internal handbook for Affirmative Action 
Program Managers as a reference manual on all issues, policy, procedures 
and general advice on the Affirmative Action Program in the Ontario Public 
Service. 


Preparation of the Seventh Annual Report 


Modifications were made to the format and content of this Report, as it was 
the first one following the implementation of the third Directive, April 
1980. Several new items were added, such as planning targets, accelerated 
career development initiatives and more comprehensive competition monitoring 
data. The Annual Report is prepared by the W.C.E.0. and is the result of a 
collective monitoring and evaluation effort on the part of all Affirmative 
Action Program Managers in the ministries and Crown agencies. 


Analysis and Evaluation of Ministry Affirmative Action Plans 


Each year the ministries submit plans to the W.C.E.0. covering the following 
year's Affirmative Action Program. For the second year, all ministries were 
required to submit detailed M.B.R. plans incorporating the numerical 

planning targets concept. These plans were reviewed by the W.C.E.0. and 
recommended to Management Board for approval. The ministries then submitted 
the plans to Management Board, integrated with other budget and program plans 
for their ministries. 


General Management Report 


An additional reporting and corporate evaluation feature which was 
introduced as part of the new Directive involves a semi-annual report to 
the W.C.E.0. by ministries on progress towards the planned M.B.R. targets. 
This includes hire/promotion results and achievements in the area of 
accelerated career development initiatives. 


The W.C.E.0. consolidated the information and provided a semi-annual report 
to Cabinet as part of the General Management Report to Cabinet. 


ITI. INFORMATION AND EDUCATION 


Seminars and Speaking Engagements 


The speaking engagements undertaken by the Women Crown Employees Office 
were mainly for internal government meetings, courses or seminars. The | 
staff provided information about the Affirmative Action Program work | 
carried out at the corporate level, as well as providing input to corporate | 
training courses such as the Selection Process Program for Personnel 


RUS iatars and the Program Executive Seminar for senior managers in the | 
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Representatives from the Women Crown Employees Office and the Affirmative 
Action Council President also participated as speakers at the government- 
wide Information Exchange Day on the Automated Office. This provided an 
opportunity to present appropriate planners and Managers with the 
Affirmative Action perspective to and recommendations for the emerging 
conversion to word processing equipment in government offices. 


Regional Information Days 


The Women Crown Employees Office participated on the Affirmative Action 
Council Task Force which determined the location and content of special 
Affirmative Action Information Days delivered to staff in the regions. 

Further information is under "Regional Delivery Task Force", in Ckapter 3. 


CHAPTER 3 


CORPORATE ACTIVITIES: 
THE AFFIRMATIVE ACTION COUNCIL 


The Ontario Government's Affirmative Action Council is an official body 
within the government, composed of the Affirmative Action Program Managers — 
of each Ministry and Crown agency of the Province of Ontario. 


The Council works closely with the Women Crown Employees Office and the 
central agencies, serving as a forum for discussion and planning. The Council 
provides a formal mechanism for two-way communication between the Program 
Managers and the Director of the Women Crown Employees Office and, through 
this position, to the central agencies and councils of the Government of 
Ontario. 


Through monthly meetings and a number of task forces, the Program Managers 
and their assistants are able to identify problem areas within their 
mandates, to recommend modifications to existing corporate policies and 
practices, and to act as a sounding board for proposed solutions that might 
affect the status of women Crown employees. 


The program managers elect an Executive Committee annually. During 1981/82 
the executive was: 


Ann Taylor President Ministry of Government Services 
Anne Marie Clark Vice-president Ministry of the Environment 
Helen Bottaro Ministry of the Attorney General 
Linda Pergantes Ministry of Industry and Tourism 
Bette Pie . Ministry of Health 


Task Forces 


The Affirmative Action Council Work Plan identified the major issues to 

be addressed in 1981/82. From this work plan, the task forces were 
identified and created. The following descriptions are an overview of the 
activities of the task forces during 1981/82. The Women Crown Employees 
Office was represented on each of the task forces and most ad hoc 
committees. 


PROFESSIONAL DEVELOPMENT FOR AFFIRMATIVE ACTION PROGRAM MANAGERS TASK FORCE 


Purpose: 


To respond to the Council's need for direct management skills, practical- 
based workshops and other information-sharing mechanisms. 
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Action: 


A survey of Affirmative Action Pregram Managers was conducted to determine 
the type of professional development opportunity desired from the task 
force. 


The ‘Looking Ahead 1982' conference provided Affirmative Action staff «nd 
guests with an opportunity to discuss with five outstanding Canadian 
women, the results of their research and publishing on various topics 
related to women in society. 


Representation: 


Civil Service Commission (Chair) 
Government Services 

Health 

Workmen's Compensation Board 
Women Crown Employees Office 


REGIONAL DELIVERY TASK FORCE 


Purpose: 


To provide information on the Affirmative Action Program and career 
development to women Crown employees throughout Ontario. 


Action:: 


One-day sessions, entitled ‘Careers: Upward and Lateral Mobility', were held 
in Kingston, Timmins, Kenora, Sault Ste. Marie, Windsor, North Bay, Ottawa 
and Hamilton. Three hundred and eighty-one women participated from the 
various ministries in these regions. The workshops dealt with skills, 
resumés, applications and covering letters, interviews, and career decision- 
making. 


Noon-hour information sessions on the Affirmative Action Council and on 
combining a career with motherhood were provided via satellite for the 
Thunder Bay Interministerial Affirmative Action Committee. 


Skills workshops were conducted with the assistance of regional Interminis- 
terial Affirmative Action committees: ‘Effective Communications’ was 
presented in Thunder Bay and Sault Ste. Marie, and 'Assertiveness', in 
Sudbury. 


Representation: 


Attorney General (Chair) 
Government Services 

Health 

Municipal Affairs and Housing 
Northern Affairs 

Revenue 

Solicitor General 

Women Crown Employees Office 


Bh (0 
PUBLIC RELATIONS TASK FORCE 


Purpose: 


To increase awareness of corporate Affirmative Action Program activities 
within the Ontario Public Service. 


Action: 


Members of the Executive of the Affirmative Action Council participated in 
affirmative action meetings in various ministries. Three noon-hour 
sessions on the Office of the Future were held in Queen's Park: a panel 
discussion entitled 'A Secretarial Career or Beyond’, a presentation on 

two ministries' implementations of ‘offices of the future’ and health/safety 
concerns in working with video display terminals. 


Representation: 


Consumer and Commercial Relations 
Correctional Services 

Environment 

Municipal Affairs and Housing (Chair) 
Treasury and Economics 

Women Crown Employees Office 


RESEARCH INTO JOB OPPORTUNITIES TASK FORCE 


Purpose: 


To provide information on economic and employment trends and issues that may 
have an impact on job opportunities for women in the Ontario Public Service. 


Action: 


A report examining such issues as microtechnology, permanent part-time, 
ministry relocations and new legislation was compiled to assist Affirmative 
Action Program Managers in identifying areas that may have an effect on job 
opportunities for women in their ministries. The report also included a 
bibliography listing books, studies and reports useful to those wishing 
further information. 


Representation: 


Agriculture and Food 

Attorney General 

Consumer and Commercial Relations 
Correctional Services (Chair) 
Industry and Tourism 

Labour 

Revenue 

Women Crown Employees Office 


Sires 
ADMINISTRATION SUPPORT GROUP STANDARDS REVIEW 


(Previously): CLERICAL AND OFFICE SERVICE SERVICES CATEGORIES, 
CLASSIFICATION STANDARDS REVIEW 


AD_HOC COMMITTEE 


Purpose: 


To review the draft Classification Standards packages (of factor descriptions 
and procedures for testing) to be used for jobs in the Clerical and 

Office Services categories, and to make any necessary recommendations for 
changes. 


Action: 


For the two packages of standards issued by the Classification Branch of 
the Civil Service Commission, the Committee prepared and submitted joint 
responses and recommendations from the Director of the Women Crown Employees 
Office and the President of the Affirmative Action Council. 


Representation: 


Agriculture and Food 

Attorney General 

Correctional Services 

Culture and Recreation 
Education/Colleges and Universities 
Energy 

Environment 

Government Services 

Health 

Industry and Tourism 

Labour 

Municipal Affairs and Housing 
Natural Resources 

Solicitor General 

Transportation and Communications 
Treasury and Economics 

Women Crown Employees Office (Chair) 


OUTREACH AD HOC COMMITTEE 


Purpose: 


To study initiatives to publicize non-traditional careers in the 
Ontario Public Service to young women in high schools and women already 
in the public service. This publicity would cover families of jobs 
common to various ministries. 
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ACttOn: 


A study was made of the Civil Service Commission's "Occupational Scan" 
for background on potential career opportunities. 


The career infornation available from ministries was reviewed. 


Research was done on the outreach initiated by the Women's Bureau, the 
Women Crown Employees Office and the Department of Employment and Immigratic 


A survey was made of the various approaches to "Career Week 1981", used in 
Ontario schools. 


A report was written to co-ordinate the findings and to outline recommendati 
for future outreach activities. 


Representation: 


Agriculture and Food (Chair) 
Community and Social Services 
Consumer and Commercial “Relations 
Environment 

Intergovernmental Affairs 
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CHAPTER 4 


ANALYSIS OF SERVICE-WIDE STATISTICS 


This chapter describes the relative changes in the representation 
of men and women employed in classified positions in the Ontario 
Public Service. The statistical tables used are stock profile 
comparisons, Or snapshot views of salary and occupational 
distributions of men and women at the end of the fiscal year. 
These tables do have a number of limitations for program 
evaluation purposes; for example, they do not distinguish changes 
arising as a result of the operation of the Affirmative Action 
Program from changes arising as a result of other trends. 
Nevertheless, these tables are useful in comparing fluctuations 
over a five year period. 


As part of its responsibility to research and refine evaluation 
techniques in order to provide more sensitive indicators about 
the Program, the Women Crown Employees Office has expanded the 
analysis of corporate information reported in this chapter. 
Several major differences will be noted: 


1) Previously printed tables may have changed format and/or 
added new information; 

2) New tables have been included; 

3) Graphics have been designed to accompany selected tables, 
to illustrate portions of them or provide further 
analytical data. 


As planned at the time of the 1980/81 Report, the competition data 
collected for under-represented classes has been expanded to 
include all stages of the competition process. There are two tables: 
Table 6A compares the limited data available in 1980/81 to the 
1981/82 equivalent, and Table 6B outlines the more extensive details 
of the 1981/82 competitions. These tables include information on 
competitions for executive positions. 


The Table 5 series on occupational groups has been redesigned to 
facilitate use of the data and has been reintroduced to the Report 
after a one year hiatus. 


Because Ministries were unable to meet all of their hire/promotion 
planning targets this year, a chart (graphic) has been added to 
show an analysis of the reasons. 


This year, a new table (Table 11) has been introduced with 
service-wide summary comparisons of men's and women's 
participation in staff training and development. 


Several nomenclatures in the tables are used for Government 
executives due to slight variations in the data bases used, 
e.g. Senior Payroll vs. Executive Compensation Plan. 
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SIGNIFICANT STATISTICAL NOTES: 


1. Wage Gap decrease: The 1981/82 salary figures show a 1.6% decrease 


in the wage gap. See Table 3: Average Salary by Ministry and Sex. 


2. Executive Compensation Plan progress: While the total number of : 
executives in the OPS decreased (7 fewer), women executives have again 
increased in number (from 41 to 44) and representation (from 6.3% to 6.9% 
See Table 8 series: Executive Compensation Plan. 


3. Occupational Distribution improvements: In nine out of ten under- 
represented modules and categories, women increased both their 
representation and numbers. Women increased their numbers at a higher 
rate than men and in more modules and categories; they decreased their 
numbers in fewer modules and categories and at a lesser rate than men. 
Although the OPS experienced an overall decrease in its number of 
employees, women accounted for only 6.6% of this decrease (42 women, 


632 total). See Table 4: Occupational Distribution by Sex. 


4. Faveurable Competition Results in under-represented classes: Women 
hired as a percent of total hired increased from 15.9% in 1980/81 to 
16.3% in 1981/82. The total number of hires/promotions decreased by 
406 between 1980/81 and 1981/82, but women accounted for only 12.6% (51) 
of this decrease. Total applicants also decreased by 7270 with women 
accounting for 33% of these (2400). See Table 6 series: Hire/Promotion 
Progress, and Men's and Women's Experience in Competitions. 


5. Numerical Hire/Promotion Planning Targets reduced: The final number 
of targets met by ministries represented 96.4% of those planned after 
mid-year analysis and revisions. This takes into consideration the 
Changes occurring in the environment, such as hiring freezes, lower 
turnover, economic restraints, and so on. See Table 9 series: 
Numerical Planning Targets and graphic charts; and Table 10 series: 
Targets Met and Reasons Targets Not Met. 


6. Accelerated Career Development (ACD) Initiatives exceeded: 138.1% of ACD 
initiatives planned were met, which will increase the pool of qualified 
candidates for future hiring opportunities. See Table 7 series: 
Accelerated Career Development Initiatives and graphic chart of A.C.D. 
Initiatives Met by Type. 


STATISTICAL TABLES: DESCRIPTIONS and HIGHLIGHTS 


Table 1 -- Distribution of Classified Employees by Sex and Ministry 


Table 1 shows the distribution of classified employees, indicating Ministry 
total and female population; the percentage each is of the service-wide 
totals, and ranks them in descending order according to the percentage 

of Ministry employees that are female. 
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As of March 31, 1982, 28,563 women were employed in the Ontario Public 
Service as opposed to 28,605 for 1980/81, for a decrease of 42 women. 
However, because of the reduced size of the Ontario Public Service, women's 
share of the total employment in 1981/82 was 41.5% compared with 41.2% in 
1980/81, for an increase in representation of 0.3%. 


The ministries of the Ontario Government vary in size and in the proportion 
of women they employ. Table 1 shows that women have over 30% representation 
in 18 ministries and are under-represented (less than 30%) in 6 ministries. 
The figures show that women's share of the total employment has moderately 
but steadily increased in percentage since 1978. 


Table 2 -- Service-Wide Salary Distribution by Sex 


This table shows the numbers and percentages of women and men in 

various salary ranges service-wide, with a more extensive breakdown for those 
earning over $32,000. only for the last two years. A column has been added 
for both men and women, indicating the overall percent increase (or decrease, 
which is in brackets) in the actual number of men/women in groups of salary 
ranges (based on Sub-Totals, which are also shown for the first time). 


In general, women are improving their position in salary distribution at a 
better rate than men at almost all salary levels. The trend is particularly 
noticeable at the senior levels ($32,000 and up). During 1981/82, the 
number of women earning over $32,000 increased by 360, representing a 70.9% 
increase since March 1981. In the same period, the number of men increased 
56.5%. Improvement in women's salary position at the top end of the range 
is particularly dramatic. See Graphic, page 25. 


In 1981/82, 3,197 (11.2%) of the women were within the $22,000. to $31,999. 
salary ranges, whereas in 1980/81 there were only 2,074 (7.3%)of the women. 
This indicates a 54.1% increase in the number of women and a 3.9% rise in 
their representation over the 1980/81 fiscal year. 


In 1981/82, the $15,000. to $22,999. salary range grouping contained 
60.0% (17,128) of the women compared with 35.8% (10,240) in 1980/81, for 
an increase of 24.2%. 


The largest individual salary range increase in the proportion of women 
out of all women in the Service (18.7%) occurred in the $15,000. to 
$16,999. level. The number of women increased 105%: from 5,067 (17.7% 
of the women) to 10,385 (36.4% of the women). 


In the lowest salary ranges (below $13,000.), the proportion of women 
compared to the total number of women in the Ontario Public Service 
dropped by 20.9% from 24.9% (7,115) in 1980/81 to 4.0% (1,143) in 
1981/82. 


As an indication of the trend over the past fiscal year, the three most 
populous groups of women in 1981/82 are now those earning from $13,000. to 
$18,999., whereas in 1980/81 the three most populous groups earned from 
$11,000. to $16,999. The three most populous groups of men (in either 1981/82 
or 1980/81) are not consecutive ranges, aS are women's and, as a result, 
cannot be compared in the same way. An item of note, however, is that the 
most populous grouping of men is in the same range both years. 
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Table 3 -- Average Salary by Ministry and Sex 


Average salaries, by sex, for each Ministry are shown in this table. The 
ministries are ranked in ascending order according to the ratio of the 


women's to the men's average salary. 


The wage gap has decreased by 1.6% over the past year as women's average 
salary increased to 73.6% from 72.0% of men's average salary. Women 
earned an average of $1,885 (or 11.7%) more than in 1980/81; men earned 
an average of $2,066 (or 9.2%) more than in 1980/81. 


NOTE: (1) the average annual salary for classified employees in 
Senior Payroll has been reported as a separate "ministry" 


only since 1980/81. 


(2) For historical comparison purposes, the following conventions 
were continued: 


-in those ministries where there is a commission or 
corporation (Education/Colleges and Universities and 
Industry and Tourism), the salary indicated is for the 
ministry only, and does not include the annual average 
salary for that commission or corporation. The figures 
shown on this table therefore differ from the figures 
in the ministry chapters in this report. 


- Management Board and Civil Service Commission are 
reported as one "ministry". 


Table 4 -- Occupational Distribution by Sex 


Table 4 shows the distribution of male and female employees by sex and by 
occupational module or category. 


Although women are under-represented (under 30%) in the same (10) modules/ 
categories as in 1980/81, their tepresentation increased in nine of these. 
The most significant of these increases were in: the Executive 
Compensation Plan (1.0%), the Administrative Module (3.0%), the 
Administrative Services Category (1.5%) and the General Operational 
Services Category (1.1%). 


Women increased their numbers at a higher rate than men and in more 
modules and categories. The total number of women in the Executive 
Compensation Plan increased 13.2% (5) while men in this group decreased 
their numbers by 2.1% (12). In the Administrative Module women increased 
their numbers by 17.3% (198) whereas the number of men increased by 
0.6% C22) Women achieved a 6.3% increase in their numbers (84) in the 
a Services Category while the number of men decreased by 

cee Nay) . 


Women also decreased their numbers in fewer modules and categories and by 
a lesser rate than men. The total number of women in the Ontario 
Public Service has dropped 0.1% (42) while the total number of men | 
in the Ontario Public Service has decreased 1.4% (590). In the | 


General Operational services Category, the total number of women decreased 
1.0% (18) whereas men dropped 5.5% (145) 
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While there has been improvement in the Technical Areas, it has been 
very limited. The corporate goal (to achieve a minimum of 30% in all 
categories and modules by the year 2000) is now being reviewed in the 
light of the more complete data available over the last two years. 


Table 9A --Occupational Groups In Which Women Are Well-Represented 
5B--Occupational Groups In Which Women's Representation Requires 
Improvement 


5C-- Summary of Service-Wide Modules/Categories Content and Ministry 
Representation by Module/Category 


Table 5 is a two part listing, and summary of all occupational groups in the 
Ontario Public Service. They are listed in order, by Module and Category, 
with the numbers of males and females in the groups as of March 31, 1982, 
and women's percentage representation in them,both at that time and for 

the four previous years. It should be noted that the status of any group 

on a service-wide basis may not be the same as in the various ministries; 

a group which is under-represented service-wide may be integrated in an 
individual ministry or vice versa. 


Table 5A contains Integrated Groups, in which women comprise between 30% 
and /0% of the group (presented in this regular print style), and 
Over-represented Groups, in which women comprise more than 70% of the 


group, including Female Segregated Groups, which are 100% female. (The 
Over-represented Groups are presented in a script-style print on Table 5A.) 


Table 5B contains groups which are the prime focus of the Affirmative Action 


Program: Under-represented Groups, which contain below 30% female 
representation (presented in this report's regular print style), and Male 
Segregated Groups, which are 100% male (presented in a script-style of 


Print on Table 5B). Improving the female representation of these two types 
Of groups is necessary to meet the goal of 30% representation for all 


modules and categories. 


The number of groups in which women are under-represented decreased by one, 
from 62 to 61, in 1981/82. There have been no changes in the number of 
groups listed as integrated, over-represented and female Segregated. There 
were 12 male segregated groups in 1981/82 compared to 10 in 1980/81; one 

iS a new occupational group. 


The number of male and female employees is decreasing in almost all cases 


except in the integrated groups. However, as a general trend, women's 
percentage representation is increasing. 


The new table, Table 5C, presents the service-wide consolidation of ministry 


“Occupational composition within each Module and Category for 1981/82 as 


li 


well as 1980/81. The first two columns of figures indicate the number of 


_groups in the module/category across the OPS, then the number of classes 
contained in those groups. The next six columns show, for each year, how 


Many ministries have employees in each of the modules or categories, and 
whether it is Well-represented by women (ie. more than 30% female 
representation) or Requiring Improvement in women's representation (ie. below 
30% female). 'Well-Represented' and ‘Require Improvement' are the 
corresponding titles used on Table 5A and 5B. 


See 


mber of ministries reporting staff ina module 
n 1980/81 and 1981/82, it usually phi: 
ini i i le/category in : 
try with very small numbers 1n that modu 196 
Fad oe just one or two employees moving on to another position ; 
(outside their 1980/8] module or category) and not replaced by March 31/82, 


would leave that ministry with no employees in the module/category at 


year-end. 


In instances where the nu 
or category decreased betwee 


eneral improvement in the distribution of women in 
Midian ee For sae, in the Administrative Module, in 1981/82 
three ministries removed the ‘under-represented label, as did Rigor : 
ministries in the General Operational Services Category; in each of the 
Administrative Module and General Operational Services Category, there 
was an increase in the number of ministries that can be considered 


integrated (30% - 70% female representation) . 


Table 6A -- Service-Wide Hire/Promotion Progress Report in Under-Represented 
Classes: Comparison of 1981/82 and 1980/81 Competitions 


6B -- Some Comparisons of Men's and Women's Experience in 
Competitions in Under-Represented Classes in 1981/82 


lable 6A lists, by Module and by Category, the number of men and women 
hired into classes with less than 30% women, and the percentage of these 
total hires that were women. It also indicates the numbers of males and 
females who applied for these positions, and the percentage of applicants 
who were women. 


The numbers and the calculations in this table are summarized from the 
information recorded in the table in each Ministry chapter of this 
report. An exception is the data for the Executive Compensation Plan, 
which was provided by the Office of Senior Appointments and Compensation 
of the Civil Service Commission, and which includes placements in some 
Agencies, Boards and Commissions of the Provincial Government. 


In 1981/82, women in the 0.P.S. accounted for 16.3% of all hires in these 
classes and 15.0% of all applicants, whereas in 1980/81, women represented 
15.9% of the total number of hires and 17.4% of all applicants. Although 
the percentage proportion of women applicants for positions has decreased 
2.4% since March 1981, women's share of hires has increased 0.4%. 


The information included on Jable 6B is further detail relating to 1981/82 
competitions in under-represented classes by Module and Category, as 
summarized from the tables in the Ministry chapters. 


The detail recorded in the first five columns of this table is derived 

from the data on Table 6A, excluding Waivers of Competition and Surplus 
Inventory placements (as per Article 24 of the Collective Agreement) . 

The additional data,relating to males and females hired through the regular 
competition process, has been compiled in this format for the first time. 

It indicates the number of male and female applicants assessed as qualified, 
plus the numbers of those qualified who were interviewed, with a column in 
eae case showing the percentage that females were of the total. The next 
wo columns show the percentages of male and female applicants who were 


considered qualified, and the last two columns ifi 
5 show percentages of qualified 
males and females who were interviewed. ; : e 
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Women slightly exceeded their percentage proportion of qualified 

applications (14.3%) and interviews (14.8%) by filling 15.7% of all 
competitions. Although 34.8% of female applicants (slightly less than the 
36.8% of male applicants) were considered qualified, the proportion of 
qualified applicants who were interviewed was slightly higher for women (70.8%) 
than for men (68.%). Within the individual modules/categories, there are 

two cases where the % of women interviewed in comparison to qualified is 

much higher than men's: the Technical Module and the Scientific and 
Professional Services Category. 


Table 7A--Accelerated Career Development (ACD) Initiatives 


7B--Distribution of Accelerated Career Development Initiatives 
Met By Type 


Accelerated Career Development refers to direct career development activities 
aimed at increasing the pool of qualified women for under-represented areas 
within the Ontario Public Service by such means as: on-the-job training; 

job rotations and secondments; or full sponsorship of special staff 
development programs. 


A centrally monitored Affirmative Action Incentive Fund (A.A.1.F.) has been 
established by Management Board and is available to ministries to encourage 
achievement of the program objectives and to assist managers in providing 
accelerated career development for women when additional funds are necessary. 


Table 7A displays, by ministry, the number of female employees, the number 
of planned and met ACD initiatives and the percentage of women that number 
represents. 


As indicated on Table 7A (and for the second year in a row), the Accelerated 
Career Development Initiatives met (1375, which included 58 initiatives 
undertaken as a result of the A.A.1.F.) exceeded the number planned (996). 
However, the total number of women participating in ACDs is down from 
1980/81 by 80 (0.3%). 


Table 7B displays accelerated career development initiatives carried out 
in 1981/82, showing the types of ACDs described above. 


Table 8A--Executive Compensation Plan by Level and Sex 
8B--Distribution of Employees in Executive Compensation Plan by Sex 
8C--Executive Compensation Plan Competition Summary 


| During 1980/81, the new Executive Compensation Plan was developed, replacing 
the old Senior Compensation Plan and Program Executive Series. Full 
conversion t© the new plan has not yet taken place. Deputy Ministers are 


“not part of this new Executive Compensation Plan. 
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Table 8A shows the number of classified employees by sex, class level and 
women's representation, in the Executive Compensation Plan (E.C.P.) plus 
Deputy Ministers. The figures reported in Tables 8A, B and C were compiled 
by the Office of Senior Appointments and Compensation of the Civil Service 
Commission, and include Ministries, Agencies, Boards and Commissions. 


Overall, in 1981/82, women's share of executive positions increased by | 
0.6% from 6.3% in 1980/81 to 6.9% in 1981/82, a 7.5% increase in the 

number of women over 1980/81; in 6 of the 7 levels reported on this table, 
women's representation increased. In this same period the number of men 
decreased from 608 to 598. Significant increases in women's representation 
took place between 1980/81 and 1981/82 at the ECP3 level, where women's shar 
of positions rose from 4.9% to 6.0%, and at the ECP4 level, where women's 
representation increased from 3.9% to 5.1%. 


Table 8B provides a 6-year breakdown of the distribution of employees in the 
Executive Compensation Plan (plus Deputy Ministers) by males and females. 
Overall, it shows that women have been increasing their representation 

in the ECP at a steady rate since 1977, (an average of 0.5% change per year) 
even though the total number of executives has dropped from 745 (1977) to 
642 by March, 1982 (a 13.8% decrease). In 1982, the number of men shown 

on this table is 16.5% (118) fewer than in 1977; the number of women is 
51.7% (15) higher in the same time frame. 


Table 8C shows a comparison of men's and women's experience in the competiti| 
process in terms of absolute numbers and women's percentage proportion of 
the total number. 


Women's representation increased at every stage of the competition process. 
In 1981/82, their share of the total applications for vacancies filled by 
competition was 12.6% higher than 1980/81 (19.9% from 7.3%) and their share 
of the total interviews granted was 20.4% more (27.4% from 7.0%). Women's 
representation of successful applicants for competitions increased from | 
8.2% to 25.8%, and while the number of vacancies filled by men was reduced Db, 
almost half, the number of women winning competitions doubled. 


Table 9--Numerical Planning Targets ) 


This table was first instituted for the 1980/81 Annual Report, listing / 
by ministry and service-wide, numerical planning targets for hires/ 
Promotions. To facilitate meeting the corporate goal of raising the level 
and diversifying the occupational distribution of women, ministries 

were to identify numerical planning hire/promotion targets for under- 
represented classifications within selected priority areas. These numerical 
planning targets were calculated by multiplying the number of projected | 
vacancies by the availability rate of qualified women for the jobs. The 
table shows the results achieved by the ministries at year end, measured 
by the actual number of targets met. 


Soy tes 


The number of targets planned corporately for the 1981/82 fiscal year 

was 327. By March 1982, 264 targets or 80.7% of the originally planned 
targets, had been achieved, representing a 24.2% decrease from the first 
year's figures. However, revisions are made to these numerical planning 
targets at mid-year, on the basis of the number of vacancies which actually 
arise and the number of qualified females to date. At September 30/81, 
therefore, the targets were reduced from 327 to 274. The number of 
numerical planning targets met, as a percentage of the revised targets set 
is 96.4%, making a 9.6% drop from last year's 106% met. Two ministries 
which were statistically unable to have numerical planning targets were 
able to achieve 3 hires/promotions in their priority areas. 


Now that two full years of data is available, the targetting process as 

a planning tool and the 30% representation goal are under review for 
modifications appropriate to the current socio-economic climate and results 
to date. 


Jable 10A--Percentage Distribution of Numerical Planning Targets Met 
by Choice of Priorities for 1981/82 


10B--Numerical Planning Targets for Hire/Promotions for Women: 


Reasons That Total Number of Priority Targets Were Not Met 


‘Table 10A (graphic) indicates the distribution of numerical planning targets 
met by the ministries for 1981/82 by each priority area expressed as a 
/percentage of the total targets met. 


Of the targets met, 76.1% were met in priority areas to diversify the 
occupational distribution of women in the Ontario Public Service: 34.1% 
‘in the Skilled and Semi-Skilled Trades and Services; 37.1% in the 
Professional Specialties; and 4.9% in the Technical Specialist Positions. 
‘The other 23.9% were met in areas to raise the level of women in the 
‘Ontario Government: 8.0% in the Entry Level and 15.9% in the Middle 
‘Management areas. 


Table 108 (graphic) is designed to illustrate the reasons that the total 
‘number of priority targets have not been met in 1981/82. Of the total 
number of priority planning targets not met in the OPS, 36% was the result 
of a lack of hiring opportunities, 33% the result of a lack of qualified 
female applicants and 18% due to female candidates not being the best 
qualified. Miscellaneous factors, termed as ‘other' made up the remaining 
(13% of the reasons displayed in this graphic. 


Table l1--Staff Training and Development: Service-Wide Comparisons 


inis table displays information submitted by Ministries regarding staff 
eraining and development activity carried out during 1980/81 and 1981/82, 
Including the numbers of males and females participating’ im various types 
df courses, the total costs by sex, and a calculation of the costs per male 
and female participant, as well as the percentage of females out of the total 
(where applicable). In addition, a line has been included to indicate 

the percentage increase/decrease in each of these factors. 


Re: 


= Ee 


Between 1980/81 and 1981/82, women's numbers, their share of dollars spent 
and participation rate all increased. The most significant increases were 
in the areas of dollars spent on females and expenses per participant 
(both male and female). 


Table 12--Service-Wide Summary of Resources Used for Affirmative Action 
In The Ontario Public Service in 1981/82 


This table displays, by type, the resources used in carrying out the 
service-wide Affirmative Action Program for 1981/82. The data on Direct 
Resources (monies allocated specifically for Affirmative Action in 
Ministries’ budgets) and Indirect Resources (funding provided by other 
ministry program areas from their budget allocation) are summarized from 
the ministry chapters. An example of indirect funding is the donation of 
a pamphlet or report by a ministry's Information Branch. 


Fifty-eight accelerated career development initiatives were carried out as 
a result of the Affirmative Action Incentive Fund, as indicated on Table 7A. 


The Staff Resources, people working in Affirmative Action Program positions, 
include one full-time or part-time Program Manager for each ministry. | 
Appropriate levels of staffing are determined according to a number of facto} 
such as occupational distribution and degree of regionalization of the 
ministries. 


Table 11: Footnote: | 
‘Participant' is defined in the report: Summary of Staff Development . 
in the Ontario Public Service 1979/80 and 1980/81 as ‘a person taking 
part in a staff development activity for which the ministry supports 
or grants time off or provides financial assistance’. 


Be ee 
TABLE 1 


DISTRIBUTION OF CLASSIFIED EMPLOYEES BY SEX AND MINISTRY 
Ranked by Percentage of Women in Ministry 
March 31, 1982 


STRY 


rgovernmental 
fairs 

sel laneous 
sney General 
ch 


imer & Commercial 
‘lations 

inity & Social 
‘rvices 


jement Board 
ie1.C.S.C.) 
‘tion/Colleges and 
Mein Cine! . 


ication Rel. Com.) 


tipal Aff. & Housing| 1,152 1.7 | 610 2.1) 53.0 | 54.5 | 62.9 | 51.1,/ 51.5 
ury & Economics a) ee eee ee eT O6—h50e)—|-503 Ade 
y 146 0.2 | 73 0.3] 50.0 | 44.8 | 45.1 | 44.2 43.1 
lern Affairs 162, 042 75 0.3 | 49.3 | 48.0 | 45.9 | 47.4 | 45.7 
‘re & Recreation a ie 389 1.4 |} 48.7 | 49.4 | eee ery 71-37-24 
ir 10th 20 e639 2.2 | 45.8 | 45.1 | 44.5 | 42.5 , 40.2 
try & Tourism 655 1.0 | 269 0.9] 41.1 | 41.9 | 39.5 | 39.1 41.8 
Mm 0.0.C. & 0.P.C. | | 
‘ue 3,677 5.3 | 1,467 6 M1 | 3929 -INGBI2 | Beeb eiker dee 3733 
julture and Food e401) Mae 22 532 1.9 | 35.7 | 35.6 | 34.0 | 33.6 | 34.0 
ment Services 2,825 4.1] 917 3.2 1932.5 eG) 0Be 30eb ceed cen eee? 
ctional Services | 4,844 7.0 | 1,233 4.3 | 25.5 | 25.0 23.9 | 22.9 : 
11 Resources 4,302 6.2 | 975 «3.4 | 22.7 22.3 ) 22.05 be] Gaedaes 
Inment SUN oe a Va |e ot VY 1.5 | 20.9 | 20.6 | 19.1 | 18.9 | 18.5 
portation & Comm. |10,003 14.5 | 1,792 Ceo 1 179 S | a 1539" 4-985 
‘tor General eon ese" 8.5 | 897 3.1 | 15.4 214.6 14.4 14.3 
Payroll? (EDS) ee penirtape ser Ope eo 4 .6 se 1 
0.0 | 28,563 100.0 | 41.5 2 8 


1CE-WIDE 


. Ministries of Intergovernmental Affairs and Treasury and Economics previously 
combined. 

| Miscellaneous Includes: Justice, Resources and Social Policy Secretariats, 
Cabinet Office, Office of the Premier, Lt. Governor's Office and Niagara 
Escarpment. : es 

i Ministry of Education was separate from Ministry of Colleges and Universities. 
' Senior Executive Category is included on Tables 1 and 2, excluded on Table 4. 


a MO 
TABLE 2 


SERVICE-WIDE SALARY DISTRIBUTION BY SEX 
March 31, 1982 . 


——. 


To Sl a eee 3 
%+(-) %+(-) WOMEN AS A % OF TOTAL ~ 
MEN DIFF. DIFF. EMPLOYEES IN RANGE 
FROM FROM 


SALARY RANGE # vf 1981 al 1982 1981 1980 1979 1978 

| 3 : 

Under $9,000 wey Peis Ore 88.7 88.5 56.5 78.6 83.4 
$ 9,000 - $10,999 hie Cee | 206 0.7 74.4 80.2 85.4 86.4 86.7 
$11,000 - $12,999 239. 0.6 g90 3.1 78.8 87.3 73.4 61.7 54m 
SUB-TOTAL 316 0.8 (1.9) | 1,143 4.0 (20.9)78.3 86.6 75.9 70.9 68.6 
87.3 73.5 49.1 33.3 27m 

64.2, 50.5. 22.7 (22. | ae 


$13,000 - $14,999 906 CSL 6 52a ancl. 
$15,000 - $16,999 5,800 14.4 10,385 36.4 
SUB-TOTAL 657060 16.6 1.G.2)2116.612,500-ce 1022 71.2 62.9 38-7 27.7 2a 


$17,000 - $18,999 2,988 10.5 43.1 26.8 27.3 28.9 18m 
$19,000 - $20,999 9,491 8.7 26.8 22.1 30.8 13.7 18m 
$21,000 - $22,999 4.4 29.1 24.5 15.3 16.2 164 
$23,000 - $24,999 5.0 07.2 15.9 16.5 12.7 1m 
SUB-TOTAL 8,164 28.6 6.9 131.7 22.5 2218 19:00 
$25,000 - $26,999 | 2,472 6.1 B40 2.9 25.4 16.7 15.7 13.3 @ 
$27,000 -$28.999 | 1,407 3.5 ie os 25.6 15.8 13.7 9.2 10m 
SUB-TOTAL 3.879. 9.6 0.2 |1,323 4.6 2.0 |25.4 16.3 14.8 11.20% 
$29,000 - $31,999 | 4,803 11.9 453 1.6 8.6 13.1 10.7 8.4 am 
SUB-TOTAL fms 19 7.0 | 463 1.60.5 Mele iorimor7eceue 
$32,000 -$34,999 | 2,210 5.5 a ie 12,4 Wiese * 4 
$35,000 - $37,999 | 1,541 3.8 189 0.7 10.9 9.9 * « @ 
$38,000 - $40,999 | 1,017 2.5 119 0.4 10.5 }eoe* » @ 
$41,000 - $43,999 687) nT g3,! 0.3 10.8 10.6 * x 
$44,000 - $46,999 544 1.4 AO. 0s 6c Saeko eee * @ 

$47,000 - $49,999 188 0.5 oe ont 12.1 8.9 * «+ @ 
$50,000 - $52,999 2290.6 ie 0.3 wise | 9:7 ee » @ 

$53,000 - $55,999 198 0.5 Zig Oud ed tomy ee: » @ 

$56,000 - $58,999 Ta wate i 4010 iso tcc » @ 

$59,000 and over pre WOn7 40 60.1 17h A963 *« G 

SUB-TOTAL 6,063 Wises) 6.4 | 868 3.0 dn? [dy ncuron 


SERVICE-WIDE TOTAL|40,291 100.0 


41.5 41.2 40.8 Song 39 | 


*Prior to 1980/81, information was not collected according to these ranges. 
1. Senior Executive Category is included on Tables 1 and 2, excluded on Table 4. 


28,563 100.0 
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TABLE 3 


AVERAGE SALARY BY MINISTRY AND SEX 
Ranked by Women's/Men's Salary 
March 31, 1982 


MINISTRY SALARY WOMEN’S AVERAGE SALARY AS % OF — 
MEN'S AVERAGE SALARY | 
WOMEN 1982 | 1981 | 1980 | 1979 | 197% 
Eneray $37,525 $18,189 ; 47. 42.1 
Industry & Tourism 34,292 19,194 53. 55. 
(excl. O.DuG. & 07P.C.) ai 
Solicitor General 28,984 17,030 G2: 59.! 
Northern Affairs 31,345 18,864 56. 51.1 
Attorney General 29,142 18,094 oy 555 
Education/Colleges and 29 ,897 18,816 60. - 
Universities (excl. : 
Ed. Rel. Com.) | 
Municipal Affairs 30, 734 19,700 61. 60.! 
and Housing ; 
Intergov. Affairs 37,493 24,332 66.6 -“ 
Revenue 255073 16,827 64.3 60. 
Management Board 36,213 23,837 65.8 555 

CinclZGRS2e.) 

Cons. & Comm. Rel. 25), 195 16,708 63. 9 0 | 5& 
Natural Resources 24,584 16,617 64.0 | 64.3 | 62.0 | 64. 
Treasury & Economics 825863 22,356 66. 61-26~}-6:23 # 
Labour 28,080 19,284 66. 64.6 | 61.2 | 583 
Environment 25,706 17,758 64.7 | 64.5 | 62.2 | 62. 
Agriculture & Food 255/02 17,980 GL: 66.34) 64.7 63. 
Government Services 22,644 17,055 69. 70.6 | 69.1 | 6@ 
Transp. & Comm. 21,700 16 454 70. 71.8 | 70.2) | 6m 
Culture & Recreation 25,995 20,100 Thess TARO 3.0 71. 
Com. & Soc. Serv. 21,431 18,196 84.5 | 83.8 | 84.0 | 83. 
Health 21,067 17,901 83. 81.5 | 80.4 | 7m 
Correctional Services 22,094 19,092 83. 83.9 | 84.2 | 84, 
Senior Payroll] (EDs)° 48,112 47,361 92. a *| 
| 

SERVICE-WIDE $24,455 | $18,003 72.1 70. 

1. No previous data, as Ministry of Education was separate from Ministry of 
Colleges and Universities. 

Geo NG Separate data for Ministries of Intergovernmental Affairs and Treasury | 
and Economics, as they were previously combined. 

3. es Senior Payroll (EDS) Module was added to this table in 1980/81; 
therefore, an anomaly exists between Service-Wide 1981/82 and 1980/81 | 
compared to previous years' average annual salary figures. | 

: Information not available. 


AVERAGE SALARY BY MINISTRY AND SEX?” 
PERCENT INCREASE BETWEEN MARCH 1981° AND 1982 
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* RE: TABLE 3 


DVDS 2 
TABLE 4 


OCCUPATIONAL DISTRIBUTION BY SEX 
March 31, 1982 


MEN WOMEN | % eee WOMEN AS A % OF TOTAL 
IN ACTUAL # _IN MODULE / CATE GORY 


# x |80/81 TO a 
MEN WOMEN [982 11981 | 1980]1979 | 1978 


OCCUPATIONAL 
MODULE /CATEGORY 


Administrative Module 3557201 340N MLO one UA ora 4 
Clerical Module 114 409{ 5.6 (4.9) 4 as 
Executive Comp. Plan 550 43 1aG2o elise ig 3 
Operational Module 1,842 Oho 2 me ones el 6 
Professional Module 25023 669 3) a2 oe 6 
Technical Module Voss 30 <0, UR ihe 6 
Administrative Services | 4,146) da TOqmamsinnons ratl23°9 
Correctional Services 2,611 461)|.(028)2 3 0 5 
Institutional Care Serv.| 2,055} 3,860) (4.6) (2.5) ee, 8 
Clerical Services 1, 970)|:.8 OSG] Sea Crs) ne 5 
General Oper. Serv. 2,488) 1,820) (Socio 4a | 
Maintenance Services 6,120 242 No dnd) ies .8 i, 
Office Services 307 | 6, 59G 1 sein o anaes) 6 6 
Scientific & 1,781] 2,456| (4.4) (2.7) |58.0] 57.5 

Professional Serv. 
Technical Services 4.726 757 2s ene 
Miscellaneous: 4,048 96ers LA eae 6 

Law Enforcement Serv. 

Unknown s) 71150.0 40.0 

TOTAL 0,291|28,563| (1.4) (0.1) 41.2] 41.17 39.9 | 39.2] 


r 


1. Female % representation for 1978, 1979 and 1980 is based on percentage of emp loé 
as shown on Table 8B (Distribution of Employees in Executive Compensation Plan } 
Sex) as numbers of executives for those years were not available in IPPEBs. | 

2. This year only, Table 4 Service-Wide female representation excluded Senior 
Executive Category, while Tables 1 and 2 service-wide female representation | 
included these employees. 


* Information not available. . 
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TABLE 5A 


OCCUPATIONAL GROUPS IN WHICH 


arc 


INCLUDES: -Integrated Groups (Women make up between 


30% and 70% of that group) 


ae nepresented Groups (Women make up 


0% on mone of that group) 


OCCUPATIONAL GROUP MALE FEMALE 
1982 


ADMINISTRATIVE MODULE 


General Administration 1118 
Information 51 
Law Administration 200 


Personnel Administration 250 
Administrative Underfil] 18 


Trans lation 0 


CLERICAL MODULE 


Clerical Services 103 
Office Equipment Operation 5 
Transcription Services 6 


OPERATIONAL _ MODULE 


General Operational 175 
Institutional Care 256 


PROFESSIONAL MODULE 


Home Economics, Dietetics 


and Nutrition ] 
Library, History and 

Archives 23 
Nursing 35 
Occupational and Physical 

Therapy 7 
Social Work Supervisor 85 
Speech Pathology and 

Audiology 4 


TECHNICAL MODULE 


SCIENEIMC SUDpOre 37 


! 


ADMINISTRATIVE SERVICES CATEGORY 


Management Systems and 


Services 294 


Translation VI 
Purchasing 81 
Publicity 180 
Social Programs 685 


‘ Information not available. 
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TABLE 5A (cont'd) 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN ARE WELL-REPRESENTED 


March 31, 1982 


FEMALE WOMEN AS A % OF TOTAL 


OCCUPATIONAL GROUP ; Oo UNE! 0 oe a ds 
1982 ° 19811 1980 1979 | 1978 
RICAL SERVICES CATEGORY | | 
forical Services /1970 | 8050 80.3 | 79.50 79.9) 78edul) 77.7] 
ERAL OPERATIONAL SERVICES | | 
ROR GE Vl GRvines c) | 
arsonal Service (a) 247 | 153 38.3 138.1 | 40.2 | 43.5:| 44.4 
ersonal Service (b) 268 74] 73.4 172.3 | 71.0 | 69.9| 68.0 
leaning, Caretaking and | 
Security (a) 942 848 47.4 45.9 44.6 | 43.0] 41.7 
ITUTIONAL CARE SERVICES | 
TEGORY | | 
attra! Care (b) 1841 | 3840 67.6 |67.0 66.3 | 64.6 | 63.4! 
TENANCE SERVICES CATEGORY | ie 
dio Operations 202 160 44.2 | 41.9 | 39 . ORM 37 40 | 35.0) 
| | | 
SSE_SERVICES CATEGORY : | | 
ta Processing 151 224 | 59.7 [57-4 15525-14901, 53.0 
fice Equipment Operation(a) 4 147 | 97.4 |97.4 97.4 | 96.4) 95.6 
fice Equipment Operation(b) | 63 736 | 92.1 191.9 | 92.3 | 92.6 | 92.2 
oing, Steno. & Transcription | | 
Services (a) 61 283 $2.3 | 82.2 | 80.6.| 80.6) 79.5] 
oing, Steno. & Transcription | | 
Seavices (b) 28 | 5206 99.5 199.5 99.4 | 99.3) 99.3) 
| 7 i | | | 
ATIFIC AND PROFESSIONAL | 
WVICES CATEGORY. ~~ | | 
rary, History and Archives | 25 38 «=| «60.3 (59.1 | 58.5 | 58.5, 62.3) 
We Economics and Nutrition Gab 9 39 100.0 100.0 100.0 |100.0 100.0, 
win 903 68 OF aartggage) $97.5 
tupational and Physical | 
Therapy 92.5 90.6 | 89.8] 89.6 
armacy 52.9 57.1 | 61.1 62.5 
‘chology 3734594 ead hoe 137.0 
tial Development 61.8.5 564.) 3163, 3p sed 
ech PathoLogy & Audiology 92.9 82.1 | 82.1 71.4 
(ICAL SERVICES CATEGORY | 
ientific Support (a) 60.8 60.1 
Srial Science Support 73.0, 81 ' 


5 3% = 
TABLE 5B 
OCCUPATIONAL GROUPS IN WHICH 
WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 
March 31, 1982 
INCLUDES: Under-represented Groups (women make up 
between 0% and 30% of that group.) 
Male Segregated Groups (women make up 0% 


of that group) 
TR eee: | A % OF TOTAL 
OCCUPATIONAL GROUP BLE KEELE WOMEN Paka 
# r 1982 | 1981] 1980] 1979 [1978] 


ADMINISTRATIVE MODULE 


Financial Administration 583 66 10.2 9.1 8 8 3 
Institutional Management 206 2) 9.3 6.4 “y/ a <a 
Labour Relations 47 9 16.1 | 14.8 Ws 6 8 
Program Analysis 205 B85 29.8 hlecoer 8 ae 5 
Property Administration 239 10 Ry it ee | S32 6 Ae) 4 
Purchasing & Supply 92 6 Gal Ss “ye -6 8 
Social Program Administration 347 | 142 29 0N | 27.20 a7 6 3 
Systems Services 220 48 17 39+ 945.6 0 4 all 
OPERATIONAL MODULE | 
Agricultural Support Le 0 | 0.0 0.0 
Correctional 436 22 4.8 4.5 
Heating and Power 39 0 0.0 0.0 
Printing 9 0 0.0 0.0 
Skills and Trades 905 2 Oe 0.4 
PROFESSIONAL MODULE 
Actuarial Science 5 1 16.7 4P Gey 0 0 OF 
Agricul ture i227 6 aS 4.1 Lt AS a 
Architecture 36 1 2.7 D7 4 LS 4 
Chaplain $3 4 10 g6e 4 thea a) 9 0 
Dentistry 28 3 9. PROL291 wy, if 43 
Economics and Statistics 266° 1S10Z Cl Vel Cle 20 a! a 
Education 105 16 13.2. sip 9 9 0 0} 
Engineering and Surveying 921 22 2.3 230 4 OG on 
General Scientific 91 9 9.0 9.6 wo O ia 
Legal 372 79 17.5 ag l6.0 20 9 8 
Medical 180 76 29.7 in27ea te, Mi 7] 
Pharmacy 24 5 LL eae eels vel 4 af 
Psychol ogy 37 4 9.8) tm bal 32 a) a 
Resources Planning & 
Management 351 | 21 5.6 | 5.5 .0 3] 
Research Science 12 0 0.0 . | 
| Professional Under fill 43 | 16 27.40 mv2Be1 | 
Veterinary Science oT: 0 0.0 2.4 
TECHNICAL MODULE 
| Draft, Design and Estimate 34 oe 5.6 ee 
| Engineering & Surveying 
Support 527 2 0.4 0.4 | 
Photography 10 1 911 3b, 6..0 | 
Resources, Technical 510 3 0.6 0.4 
Telecommuni cations 9 1 1070-1070 
Technical Underti ] i | 
bike 6 0 OR 0h. 00 
* Information not available 


D Oaks 


TABLE 5B (cont'd) 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 
March 31, 1982 


OCCUPATIONAL GROUP MALE |FEMALE WOMEN AS A % OF TOTAL 


F * higsz | 1981 | 1980 | 1979 | 1978 
) 


“XECUTIVE COMPENSATION PLAN 


| Program Executive 
| Senior Executive 


~I > 
ws 
Se) 


\DMINISTRATIVE SERVICES CATEGOR 


General Administration 
| Financial 
Investigation (a) 
Investigation (b) 

_ Property Assessment 


OD rR sy 
DM On CO 


QRRECTIONAL SERVICES CATEGORY 
Correctional Services 


ENERAL OPERATIONAL SERVICES CA 
Cleaning, Caretaking & 


| Security(b) 6.2 
| Supply 7.0 
/ Agriculture Support 1.4 
fe TIONAL CARES SERVICES: CAT « 
Institutional Care (a) un 
AW ENFORCEMENT SERVICES CAT. 
Law Enforcement Services £7 
INTENANCE SERVICES CATEGORY 
Adnena gt 0 0.0 | 0.0 0.0 0.0 0.0 
Trades and Crafts (a) 1 Ot Itt oO. eno 0.0 0.0 
Trades and Crafts (b) 0 0.0 ARS Maan We ODES 8 0.0 0.0 
‘Trades and Crafts (c) 37 3x61 --osbm1) 2e0 1.4 BO 
‘Vehicle Operation (a) 13 O63) 035: eee 0.1 0.1 
Vehicle Operation (b) 7 pW a) ae eg Bae ae 0.0 
Marine Operations 0 O.0.) 020 0.0 0.0 0.0 
Heating and Power 0 0..0- 780.0 0.0 0.0 0.0 
24 Lo fer2s.0. 12441 '26.0%bi2e0) 


Printing 


Information not available 


Set ae 


TABLE 5B (cont'd) 
OCCUPATIONAL GROUPS IN WHICH 


WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 
March 31, 19 


FEMALE WOMEN AS A % OF TOTAL 


# 1982 1981, ..}.1980 ..) 1979.1, Jie 


OCCUPATIONAL GROUP 


SCIENTIFIC & PROFESSIONAL SERV.CAT. 


Agriculture 168 at 13,.8 10:7, Ga5 8 
Education 118 32 A 1891-78 c2 
General Scientific 222 55 19.9 17.82 F836 8 
Resources Planning & Mgmt. (a) | 131 48 26.8 26.8 cant “3 
Resources Planning & Mgmt. (b) | 367 oo 8.7 Tee 8.2 8 
Statistics 116 49 2927 33.90) 2525 oa 
Surveying & Engineering Services 85 2 [ds one 9.1 ad 
Veterinary Science 9 0 0.0 TORO.) ed 33 
TECHNICAL SERVICES CATEGORY 

Communications 95 1 1.0 et Cs a 
Draft, Design and Estimate Shey) 84 3.5 13% SIAL SLO 

66 4.1 SL4 2.9 
Photography 60 17 2ea1 19.7 hh 1820 
Manpower Training 158 11 6.9 726 975 
Scientific Support (b) 286 90 23.9 2A 23k, 
Resources Support 1838 49 2.6 | 2.4 Cee 


2 45 = 
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-WIDE HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 


COMPARISON OF ON OF 1981/82 AND a “AND 1980/81 COMPETITIONS * 


WOMEN HIRED: 1961-82 


WOMEN APPLIEDs 1981-82 1S.o 


ws ne 8-8 7” 


WOMEN HIRED. 1980-61 
WOMEN APPLIED: 1980-61 
MEN HIRED: 1980-61 _ 


MEN APPLIED: 1980-81 }— 
Z YY: 


0.0 17.0 34.0 \51.0 68.0 85. 0 | 


PERCENT 
* RE: TABLE 6A 


SOME COMPARISONS OF MEN'S AND WOMEN'S EXPERIENCE | 
IN COMPETITIONS: IN UNDER-REPRESENTED CLASSES 1981/1982 * 


FEMALE 


NUMBER QUALIFIED AS A PERCENT OF NUMBER APPLIED 
NUMBER INTERVIEWED AS A PERCENT OF NUMBER QUALIFIED 


MALE 


PERCENT COMPETITIONS WON [YFYMYY/Hf 84.3 
’ PERCENT APPLIEL 85.0 


pREERCENT QUALIFIED WVVVVVV108 ‘eae 
ERVIEWEL | LLL 
NUMBER QUALIFIED AS A PERCENT OF NUMBER APPLIED ee 


NUMBER INTERVIEWED AS A PERCENT OF NUMBER QUALIFIED [GZ 68.0 


"36.8 


eae Lee Be eS SY | 
20 30. 45 .0) 70. 0nO Se. 0 


* RE: TABLE 6B 


Sta O = 
TABLE 7A 
ACCELERATED CAREER DEVELOPMENT (ACD) INITIATIVES 


(Include: On-the-Job Training, Job Rotations, Secondments, 
Full-Time Sponsorship of Special Staff Development) 


1981/82 


MINISTRY 
# OF TOTAL # OF WOMEN 
WOMEN IN INITIATIVES (*) RECEIVING 
MINISTRY ACD AS A % 


OF MINISTRY 


MET 


PLANNED 


Agriculture & Food 
Attorney General 
Civil Service Commission 
Comm. & Social Services 


Cons. & Comm. Relations 
Correctional Services 
Culture & Recreation 
Education/Colleges 

& Universities 


Energy 

Environment 
Government Services 
Health 


Industry & Tourism 
Intergovernmental Affairs 
Labour 

Management Board of 
Cabinet 


Municipal Aff. & Housing 
Natural Resources 
Northern Affairs 

Revenue 


Solicitor General 
‘Transport. & Communic. 
Treasury & Economics 


4 


2 
5 


‘(*) Accelerated career development initiatives undertaken as a result of the 
| 1981/82 Affirmative Action Incentive Fund Program are shown in brackets; 
| this figure is included in the total number of initiatives. 

a 


1. Percentage of women is based on number of women in these ministries 
as listed on Annual Report, Table 1, figures for 1981/82. 


TOTALS 


Pe Anes 


Van¥ ISTRIBUTION OF ACCELERA 
CAREER DEVELOPMENT INITIATIVES MET BY TYPE 


0. 6% 


48. OZ 


VILLA, SECONDMENTS 
ESSSy FULLYPART TIME SPONSORSHIP OF SPECIAL STAFF DEVELOPMENT 
fewer] JOB ROTATIONS | 
[_] ON-THE-JOB TRAINING 
MM PLACEMENT IN ACTING POSITIONS 


sees 


ABLE 8A: EXECUTIVE COMPENSATION PLAN BY LEVEL A sex! 
(Plus Deputy Ministers ‘March . 


ABLE 88: DISTRIBLUTIUN OF EMPLUYEES IN EXECUTIVE COMPENSATION PLAN BY SEX! 
(Plus Deputy Ministers) 


ABLE 8C: EXECUTIVE COMPENSATION PLAN COMPETITION SUMMARY 


VACANCIES FILLED 


a Se ae # APPLIED mal ci. asl INTERVIEWED 
ae ae ee 
1980/81 Sac 2348 
AS A % OF 
# APPL. 1.9 


1981/82 


IAS A % OF 
'# APPL. 


1. Figures here were provided by the Office of Senior Appointments and 
Compensation of the Civil Service Commission, and include Ministries, 
Agencies, Boards and Commissions. 

2. Figures indicate positions held, not vacancy complement. 


ON PLAN (PLUS: DEPUTY MINISTERS? BY SEX 


COMPARISON OF 1977 TO 1982 


EXECUTIVE COMPENSATI 


MALE 


TOTAL 


FEMALE 


Lee 


1982 
RE: TABLE 8B 


1977 


1982 


1977 


1982 


oy ce 


TABLE 9 _ NUMERICAL PLANNING TARGETS 


1981/82 


MINISTRY 


jriculture & 
‘Food 

t. General 
vil Service 
Commission 
mm. & Soc. 
Services 
ins. & Comm. 
Relations 
‘rr. Services 
‘Iture & 
Recreation 
‘uc./Colleges 
& Univers. 
‘ergy’ 
vironment 
ivernment 
Services 
lalth 

‘dustry & 
Tourism 
tergov. 
Affairs 
our 
Inagement Bd. 
of Cabinet 
I). Affairs 

4 Housing 
1b. Resources 
Irth. Affairs 
\yenue 

|. General 
‘ansport. & 
communic. 
-asury & 
-iconomics 


“OTALS 


.:Stimated low turnover and availabilities precluded numerical planning targets 
it the start of the fiscal year or at the mid-year review. However, these 
ninistries were able to achieve hires/promotions in under-represented classes 
vithin the ministries' priority areas. 


- 4h - 


10As PERCENTAGE DISTRIBUTION OF 
NUMERICAL PLANNING TARGETS MET 
BY CHOICE OF PRIORITITES (1) FOR 1981/82 


SKILLED AND SEMI-SKILLED TRADES, SERVICES 
TECHNICAL SPECIALIST 
“4 PROFESSIONAL SPECIALITIES 


(1) REFER TO ‘MINISTRY IMPLEMENTATION REQUIREMENTS’ OF THE AFFIRMATIVE ACTION 
PROGRAM DIRECTIVE ON PAGE 4-S35-1 OF THE APPENDIX TO THIS REPORT 


1O0Bs NUMERICAL PLANNING TARGETS 
FOR HIRE/PROMOTIONS FOR WOMEN 
REASONS THAT TOTAL NUMBER OF PRIORITY TARGETS WERE NOT MET 


LACK OF HIRING OPPORTUNITIES 


mae 

LACK OF QUALIFIED FEMALE APPLICANTS 
ESS3 FEMALE NOT BEST QUALIFIED CANDIDATE 
C] OTHER 


Sr aay 


Participants: 


Change: 


3,704,778 }1,549,316 | 29.5% | 4,075,167] 1,869,250 | 31.4% 
10% inc. 120.7% inc.| 1.9% inc 
106.31 56.29 ; : 
20.8% incl 19.8% inc. 


1. These details have been summarized from 22 ministries' Staff 
Development Reports (all ministries that provided a breakdown of 
participants and dollars by males and females). Those providing 
only a total (maie plus female) for (one of) participants and/or 
dollars are not included. 


$ Spent/Partic.: 


Change: 


ie 
TABLE 11 


STAFF TRAINING AND DEVELOPMENT 
SERVICE-WIDE COMPARISONS! 


1980/81 1981/82 


MALE ie MACE ete tet eee as 


34,848 44.1% Sls7Sl- Vereen 46.6% 
8.9% decl 0.7% inc.| 2.5% inc] 


TABLE 12 


SERVICE-WIDE SUMMARY OF RESOURCES USED FOR AFFIRMATIVE ACTION 
IN THE ONTARIO PUBLIC SERVICE IN 1981/82 


$ RESQURCES: 


STAFF KESOURCES: 


Program Managers: 


Program Assistants: 


Secretarial: 


(W.C.E.0.: 


Direct Indirect WIG. BVO), 


$1,745,605 sya 776 $247,400 
+ $300,000 A.A.I.F.* 


= Total of $2,367,731; based on 28,563 women in the 
O.P.S., the ratio is approximately $83. per woman 


* For further detail see Table 7A description. 


Full Time Part Time 
a7 6 
19 5 
8 17 


7 full time staff) 


E4062 


CHAPTER 5 


INTRODUCTION TO THE MINISTRY 
AND CROWN AGENCY CHAPTERS 


INTRODUCTION TO MINISTRY CHAPTERS 


The format for the 1981/82 Annual Report reflects the additional information’ 
being collected and reported by the ministries as required by the latest | 
Directive on the Affirmative Action Program for Women Crown Employees. In — 
response to this Directive, which took effect April 1, 1980, and | 
continuing with the Government's management-by-results system each Deputy 
Minister is required to submit specific year-end information to the 

Women Crown Employees Office. 


The Women Crown Employees Office is grateful to those who have contributed 
to this report, and to those who have supported the Affirmative Action 
Program (AAP) during the 1981/82 fiscal year. 


Brief descriptions for the headings found in each Ministry chapter are 
listed below: 


Total Number of Employees in the Ministry 


This figure refers to the number of classified employees within that 
particular Ministry as of March 31, 1982, and does not include vacancies. 


Women's Share of Ministry Employment 


These figures reflect the number of female classified staff in the Ministry | 
(as of March 31, 1982) and the percentage of Ministry employees women 
represent. 


Women's Share of Female OPS Employment 


This percentage reflects the representation of the Ministry's female 


classified staff out of the total number of women in the Ontario Public 
Service (OPS). 


Salary Distribution 


This section examines and compares the average salaries of women and men 
in the Ministry. Indicators are the percentage increase in average 
Salaries and changes in the wage gap from 1980/81 to 1981/82. 


In four ministries' chapters, the average Salary reported is slightly { 
different from that listed in Chapter 4, Table 3: Average Salary b | 
Ministry and Sex. The differences are the result of: 7 including data / 
from affiliated commissions or corporations, and, b) separating the data fro 


the two central organizations reporting to the Chairman of the Management 


Board of Cabinet. 


Pat aoe 


Accelerated Career Development (ACD) Initiatives 


This section, redesigned in 1981/82, shows the number of initiatives 
undertaken by the Ministry for its women, and includes initiatives 
sponsored under the 1981/82 Affirmative Action Incentive Fund (AAIF). 

The percentage of Ministry women this represents is based on the total 
number of initiatives. Accelerated career development initiatives include 
on-the-job training, job rotations, secondments, and full time sponsorship 
of special staff development. 


Inventories 


Any inventories reported by the Ministry's Affirmative Action Program 
are described here. 


Summaries of the various types of inventories and data base information 
provided by ministries are included on Pages 48 and 49. 


Allocation of Resources 


The allocation of Ministry funds to carry out the Affirmative Action 
Program are broken down into two areas: Direct Resources are those funds 
allocated directly to the Program; Indirect Resources refer to those 
sources of funding provided by other areas within the Ministry, e.g., 
workshop funding provided by managers, books purchased by the library, 

Or reports produced and funded by the Information Branch. 


Staff Training and Development (ST & D) 


This section has a new format and some basic indicators have been 
Standardized. Statistics on participants have been taken from the Staff 
Development Report forms for 1981/82 as prepared by the ministries. Two 
percentage calculations are standardized for all ministries this year: 
comparison of female participants to the total number of ministry 
participants and to the total female population of the ministry. Notes 
on any trends, changes or specific information relating to the Ministry's 
Affirmative Action Program are also included in this section. 


Occupational Distribution of Women in Ministry and 
Hire/Promotion Progress Report in Under-Represented Classes 


This table has been expanded again to display more information on 
women's occupational status. 


The table shows the numerical distribution of female staff and their 
percent representation in each module (management positions) or category 
(bargaining unit positions). 


The Table also documents women's experience in the selection process for 
filling vacancies in the Ministry during 1981/82. The vacancies reported 
here, by module and category, represent only under-represented classes 

(where women are less than 30% of the population) and include Waivers of 


Competition (for Management Modules) and surplus placements (for bargaining 
unit positions, as per Article 24 of the Collective Agreement). 


- 48 - 


For vacancies filled by competition, the table also Shows , by sex, the 
number of applicants, those applicants considered qualified and those 
interviewed. The last two columns show the number of females hired, and 
the percentage this number is of the total hires in’ the module or 


category. 


Regional Delivery 


Ministries that have a regional delivery aspect to their Affirmative Action 
Program provide comments here about the types of activities undertaken 
for their women in regions outside the Metropolitan Toronto area. 


Highlights of Ministry Affirmative Action Program 


Ministries were asked to use this section to describe any elements of their. 
Ministry Program they wished to highlight and that were significant to 

the Ministry's or corporate Affirmative Action Program goals. This 

section was also used to report any hires or promotions considered by the 
Ministry to be particularly significant, including breakthroughs (a hire/ 
“rans fer/promotion/reclassification which contributes towards improving ; 
the Ministry's female occupational status/level). 


INTRODUCTION TO AGENCY CHAPTERS 


The Agency chapters differ from Ministry chapters in format and content 
Since their reporting mechanism varied from that used by the Ministries 
in 1981/82. These chapters follow a similar format to that used in 
previous years. 


DESCRIPTIVE SUMMARIES 


There is a wide variety of information reported by the ministries for any 
aspect of the Program because each ministry creates individualized 
initiatives to meet both the ministry needs and the Program requirements. | 
The following summaries are consolidations of the various descriptions 

| 


for “data base" and "inventories" in the ministry chapters. 


I Data Base 


One of the basic requirements for the Affirmative Action Program is a data 
base, a set of permanent information files, which are available to meet 
the data processing and information requirements of the Program. In the 
Ontario Public Service, each individual ministry has set up and maintains 
its own data base, according to its individual program needs. The Women 
Crown Employees Office provides all ministriés with core information from tk 
computerized Personnel /Payrol] system, on items such as classifications by P 
Salary distribution by sex, etc. and Ministry Personnel Offices collate 
information shared with the Affirmative Action Program. 


1 
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Although the content of these various data bases is not co-ordinated 
and the information contained therein is quite varied, there are 
similarities. Statistical reports from Personnel Branches contain 
data on staffing movements and employee job status. Information on 
certain job cateyories is kept in detail; for example, the female 
population and staffing changes for the computer systems areas, or 
even as specialized as Tax Auditor and Property Assessment positions. 
Another example of one ministry's selective data base additions is the 
number of enrollments and graduates of Resource Management courses in 
Ontario universities and community colleges. 


This information is essential for program design, implementation and 
evaluation. It provides the background for analysis of the competition 
process, occupational distribution, course participation, classifications 

and participation rates for women, salary differentials and career deve lopment 
activities. In addition to assisting Ministries in evaluating and selecting 
priority areas for the targetting component of the M.B.R., and developing 
Ministry Affirmative Action strategies and procedures, these data bases 

also provide the information required by the Women Crown Employees Office 

for the Annual Report on the Status of Women Crown Employees. 


Il Inventories 


Inventories, lists of women designated by career related information, are 
maintained by Ministry Affirmative Action Program Offices. Five of them 
report that they are accessing the general Human Resources inventories, 
which are maintained by Personnel Branches. Although many of these lists 
are automatically maintained by the Ministry, participation is often 
voluntary and up to the individual initiative of the female employee. 


A variety of inventories are maintained according to individual Ministry 
program needs. Ministries reported inventories containing information 

on Senior Women both within the Ministry and in external positions monitored 
by a Provincial Ministry (e.g. for senior positions within schoolboards). 
Other inventories contain data on female public employees who: are working in 
under-represented classes and non-traditional positions or who possess either 
an interest in or a potential for non-traditional positions, expressed an 
interest in on-the-job training opportunities or other Accelerated Career 
Development assignments, such as job rotations and secondments. 


The most commonly maintained inventories are related to career development 
and Senior Women. 


These lists, which are now beginning to be computerized, include participant 
information such as classification levels (updated when applicable), 
educational and occupational backgrounds, and career goals and might 
extend to analysis of necessary requirements to meet these ambitions. 
| Inventories are utilized by Affirmative Action Program Management. and 
“Ministry management as a source to identify potential candidates for 
courses, on-the-job training assignments, Accelerated Career Development 
initiatives, task forces, committees and selected competitions. 


Reine 


ssessing the usefulness of past Accelerated 
by tracking the careers of participants, 
planning and preparing Affirmative Action 


Inventories are also used for a 
Career Development initiatives 

and are valuable in succession 

Branch plans and activities. 
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MINISTRY OF: AGRICULTURE AND FOOD CHAPTER 6 
Total Number of Employees in the Ministry: 1491 

Women's Share of Ministry Employment: S501 (002) 
Women's Share of Female OPS Employment: 1.9% 


Salary Distribution 


Women's average salary 1980/81: $16,257. 
| 1981/82: $17,980. 
An increase of 10.6% 


Men's average salary | 1980/81: $24,077. 
1981/82: $25,702. 
An increase of 6.7% 


Women's average salary was 70.0% of men's in 1981/82 (compared to 67.5% 
in 1980/81), for a decrease in the wage gap of 2.5%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 2 
- Other ACDs: 32 
- TOTAL Number of initiatives undertaken 
by Ministry women: 34 
- *% Of Ministry women this represents: 6.4% 
Inventories 


The Ministry maintains three types of inventories: 
1. Women with Potential for Non-Traditional Positions 


This inventory lists all women in the Ministry who have demonstrated 
both the interest and ability to move into careers in administration, 
managerial, professional, technical or operational positions where women 
represent less than 30% of the occupational class. Nominations came 
from branch directors. 


2. Women in Non-Traditional Jobs © 
Included in this inventory are all women employed in non-traditional jobs 
whether in the technical, professional or managerial fields. A 3-day 
course was given for women in these areas. 

3. Senior Women in OMAF 
An inventory listing of all women above AM level 17, and those in 


management positions in the Ministry. Periodically, these women meet 
to discuss relevant issues. 
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Allocation of Resources: Direct: $60,443 Indirect: $1,768 


Staff Training and Development: 


} = Number of participants: # of Men 407 
. # of Women 267 


_ - Females as a % of Total Participants: 39 .6% 
_- Female participants as a % of Ministry Females: 50.2% 


Compared to 1980/81, the number of women participating in staff training 
and development courses of all types increased by 8.5%. Women's 
participation in the Technical or Professional courses increased by 
9.7%, and in the Interpersonal or Personal courses, their participation 
increased by 18.6%. 


Women comprise 35.7% of the Ministry's staff. The proportion of women 
participating in Staff Training and Development rose from 20.5% in 
1975/76 to 39.6% in 1981/82. The women's share of the training dollar 
was 40.1% for 81/82. 


An average of $143.88 was spent for each female participant in staff 
development and training, representing 2% more than the $141.02 spent for 
each male course participant during 1981/82. 


In addition, two women were on duty assignments to complete a Ph.D. and 
diploma, respectively, in Agriculture, for 31 weeks. 


Regional Delivery 


| The Affirmative Action Program Co-ordinator visited the Agricultural Colleges, 
| Research Institutions, offices in Guelph and various counties. 


The Co-ordinator met managers and gave seminars to managers and women on 
Affirmative Action and career development. Twenty-four women outside 
| Queen's Park attended Regional Delivery Workshops. 


Highlights of Ministry Affirmative Action Program 


The Deputy Minister met with the Affirmative Action Program Co-ordinator to 
confirm the Ministry's commitment and direction to achieving results in 
Affirmative Action. The Program Co-ordinator met with branch directors and 
senior management to discuss the implementation of MBRs. Branch directors 
submitted MBRs on Affirmative Action and reported on results. However, a 
six-month Ministry freeze did restrict hiring. 


Senior and middle managers in the Ministry led workshops for 46 women 
on "Nuts and Bolts of Managing in Government." The orientation gave an 
overview of Affirmative Action to new employees. Senior women continue 
to meet to discuss relevant issues. The Affirmative Action Council met 
quarterly representing head office and regional staff. 


The Program Co-ordinator facilitated developmental assignments using the 
Ministry policy. She assisted managers and women to plan career deve lopment, 
job enrichment, and secondments. Managers continue to interview women 
focusing on career development and traditional positions. The Program 
Co-ordinator directed managers and women on using the Affirmative Action 
Incentive Fund. This helped managers to use developmental assignments for 
women to under-represented areas. The Program Co-ordinator held career 

and skill development seminars at Head Office and throughout Ontario. 
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Highlights of Ministry Affirmative Action Program (cont'd) 


Fifteen women attended a career assessment course dealing with interest, 
aptitude and personality. Sixteen women attended a residential workshop 
for women in non-traditional careers. 


The Program Co-ordinator did outreach on all competitions in non-traditiona 
areas to attract more qualified women. The Ministry distributed "So You're 
Looking for a Job," to employees for career development and "So You're : 
Looking for An Agricultural Career" to all students graduating from Colleges 
of Agricultural Technology in Ontario to inform them of Ministry careers. © 
The Co-ordinator gave seminars on Affirmative Action to managers and to 
women students in agricultural programs about careers in the Ministry. 

Managers hired 46% women in the Experience '81 program to expose them to the 
Ministry and to prepare them for professional positions in the Ministry. — 


The Affirmative Action Information Committee published the newsletter 
"Affirmaction News." 


Eight women were acting in positions ranging from clerical positions to 
acting directors. Breakthroughs included promotions to under-represented — 
jobs such as Associate Director of Personnel Branch (AM-19), Assistant to 
the Deputy Minister (AM-14), Executive Assistant to Executive Director, 
Interpretation & =ducation Officer, Record Services Officer 2 and Manager 
Administrative support. A Financial Officer 1, who started as a Clerk 2, — 
was promoted to Comptroller (AM-18) of Crop Insurance Commission. Through | 


privatization, 37 men and 7 women left for the Dairy Herd Improvement aI 
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MINISTRY OF: THE ATTORNEY GENERAL CHAPTER 7 
Total Number of Employees in the Ministry: 3e105 

Women's Share of Ministry Employment: 68.4% (2,123) 

Women's Share of Female OPS Employment: 7 4% 


Salary Distribution 


Women's average salary 1980/81: $15,874 
1981/82: $18,094 
An increase of 14.0% 


Men's average salary 1980/81: $27,491 


1981/82: $29,142 
An increase of 6.0% 


Women's average salary was 62.1% of men's in 1981/82 (compared to 57.7% in 
1980/81), for a decrease in the wage gap of 4.4% 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 7 
- Other ACDs: Tey 
- Total number of initiatives undertaken — 

by Ministry women: 144 
- % of Ministry women this represents: 6.8% 
Inventories 


A career counselling inventory, Of individuals interested in particular jobs, 
and an ongoing analysis of positions and classifications by branch, were 
maintained by the Affirmative Action Program Office to advise individuals 

of both opportunities as they occur and sources of information for chosen 
fields) of work. 


The Office maintains another inventory of applicants to competitions for on- 
job training assignments in order to advise them about future training 
opportunities and jobs. 


Allocation of Resources: Direct: $118,400 Indirect: $750 


Staff Training and Development 


- Number of participants: # of Men : 876 

# of Women : 924 
- Females as a % of total participants: 51.3% 
= Female participants as a % of Ministry females: 43.5% 


The number of women participating in training and development increased by 
36.3% over 1980/31. 


Total training dollars spent on female employees increz3ed by 21.5%. 


The greatest increase in female participation was in the category of Technical/ 
Professional courses. 
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Regional Delivery 


Presentations about the Affirmative Action Program at management meetings 
and skill development workshops for women were held throughout the Province. 
As well, a monthly newsletter was sent to Managers and Affirmative Action 
Representatives. 


The Incentive Fund accelerated career development assignments took place 
across the Province. In addition, the Affirmative Action Program sponsored 
regional women to attend courses. 


Highlights of Ministry Affirmative Action Program 


The appointment of the first female Legal Director was an addition to the 
Ministry's Executive Group. 


Women made significant progress in the Legal Group. Two more women were 
promoted to the senior professional level of Legal PM-21(to)-24 and five 
women were hired/promoted to level Legal PM-19(to)-20. The eleven women 
who were hired to level Legal PM-14(to)-19 were a sufficient number to 
Change this classification level from under-represented to integrated. 
(In this Ministry, each of these three groupings is considered to be one 
class 'level'.) 


Women made gains in the Administrative Module, the Professional Module 
and the Administrative Services Category. 
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MINISTRY OF: THE CIVIL SERVICE COMMISSION CHAPTER 8 
Total Number of Employees in the Ministry: LZT | 

Women's Share of Ministry Employment: 61.4% (105) 
Women's Share of Female OPS Employment: 0.4% 


Salary Distribution 


Women's average salary 1980/81: $22,437 
1981/82: $24,554 
An increase of 9.4% 


Men's average salary 1980/81: $33,060 
1981/82: $36,744 
An increase of 11.1% 


Women's average salary was 66.8% of men's in 1981/82 (compared to 67.9% if 
1980/81), for an increase in the wage gap of 1.1%. This increase isa | 
direct result of the large turnover of senior level women as conpared to. 
senior level men in 1981/82. Although women were hired at a rate equal | 
to their turnover, they tended to come in at the lower end of the salary | 
range for their class, which results in a lower overall average salary. | 
This should coi ect itself as the women progress through their salary 
ranges to maxiirum. 


Accelerated Career Development Initiatives i 


- Number of ACD initiatives under AAIF: 0 | | 
- Other ACDs: 14 | 
- Total number cf initiatives undertaken 

by Ministry women: 14 
- % of Ministry women this represents: geese 
Inventories | 


A Career Summary Inventory is maintained for all Civil Service Commission | 
employees. The inventory, which outlines the educational level and | 
occupational background of each Civil Service Commission employee, is 
used to assist management in making decisions about career development 

assignments. ; | 


Allocation of Resources: Direct: $13,585 Indirect: $16,900 

a a EE Sn ge | 
Staff Training and Development | 
- Number of participants: # of Men 395 


# of Women : 108 


- Females as a % of total participants: 53.2% 
- Female participants as a % of Ministry females: 102.9% 


(cont'd) 
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Staff Training and Development (cont'd) 


‘cipation rate in staff training was 53.2% of courses attended 4 
Mo ei oeeiiee Commission staff and 53.7% of person-days committed to staff 
development. Women's share of training dollars spent on courses and seminars 
was 53.4%. Female participants attended 30 Managerial/Supervisory courses, 
59 Technical/Professional courses, 16 Interpersonal/Personal courses, and 


3 Secretarial/Clerical courses. 


Of the courses attended by women, 82.4% were Managerial and Professional, 
and 87.1% of training dollars spent on women were 1n this ared: 


Highlights of Ministry Affirmative Action Program 


Women were able to maintain their level of representation in the 
Administrative Module (43%) and in the Personnel Administration group 
(49%), which is the Civil Service Commission$ main occupational group, 
despite a high turnover of women staff. In fact, there was a 50% 
turnover of women at levels APL-18 and above in 1981/82. Women are not 


under-represented at any level within the Personnel Administration group. || 


Due to the fact that all its under-represented classes have smal] 
populations and low turnover, the Civil Service Commission was unable to | 
set any formula hire/promotion targets in 1981/82. The Civil Service | 
Commission exceeded its targets for providing women with accelerated | 
career development assignments by six: seven women in Office Services/ 
Clerical Services received assignments (four targetted) and seven women | 
in Personnel and General Administration received assignments (four targetted). 


Women were successful in 78.4% (29/37) of the competitions held in 1981/82, 
17.0% above their representation in the ministry. At the officer level, 

women were successful in 66.7% (14/21) of the competitions. At the senior 
officer level (AM-18 and above), women were successful in 37.5% of the | 
competitions. Women won five of the six developmental secondment competitions 


Although there were no executive level vacancies in the Civil Service Commissi 
in 1981/82, it is encouraging to note that two women from the Civil Service 
Commission moved to executive level positions in other ministries and one 
woman moved to an associate director position in another ministry. 


The Civil Service Commission also provided seven women from other ministries © 
with developmental secondment opportunities during 1981/82. 


Women's share of ministry employment increased by 0.1%, from 58.1% in 
1980/81 to 58.2% in 1981/82. : 
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MINISTRY OF: COMMUNITY AND SOCIAL SERVICES CHAPTER 9 
Total Number of Employees in the Ministry: 104256 
Women's Share of Ministry Employment: 61.3% (6,287) 

_ Women's Share of Female OPS Employment: 22 -0% 


— Salary Distribution ~ 


Women's average salary 160/81 3 “$16 5375 


1981/82: $ 18,196 
An increase of 11.1% 


Men's average salary 1980/81: $ 19,373 
1981/82: $ 21,431 
An increase of 10.6% 


Women's average salary was 84.9% of men's in 1981/82 (compared to 84.5% 
in 1980/81), for a decrease in the wage gap of 0.4%. 


Accelerated Career Development Initiatives 


os Number of ACD initiatives under AAIF: 7 
- Other ACDs: 172 
- Total number of initiatives undertaken —__ 
by Ministry women: 179 

- % of Ministry women this represents: 2.8% 


Inventories 


_A senior women's inventory for pay grades 18 and above was established in 


December of 1979. After an assessment process, four inventory participants 


were nominated to and attended the Public Service Commission of Canada 
Assessment Centre. 


The inventory is being used as a source of referrals to management for 


_ task forces and committees, developmental assignments and selected 


competitions. 
Allocation of Resources Direct: ,-$123.600 Indirect $ - 


Staff Training and Development 


- Number of participants: # of Men of #4239 
# of Women : 7846 


- Females as a % of total participants: 64.9% 
- Female participants as a % of Ministry females: 124. 8% 


Out of the women attending courses during the fiscal year 1981/82, 73% 
attended Technical/Professional courses, 13% Interpersonal Personal courses, 
10% Managerial/Supervisory courses and 4% Secretarial/Clerical courses. 
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Regional Delivery 


A province-wide network of representatives existed at the beginning of the 
fiscal year. However, in December, the responsibility for appointing 
representatives and initiating local meetings shifted from the Affirmative 


_ Action Office to local managers, and a Regional Advisory Committee was 


formed to ensure that an adequate liaison exists between staff in the 
divisions/regions and the Affirmative Action Office. The Affirmative Action 
Officers became much more visible in the regions, assisting employees in 
career planning, and assisting managers in planning initiatives, presenting 
workshops and increasing awareness of the Program. 


Highlights of Ministry Affirmative Action Program 


A major review of the effectiveness of the Ministry Program's implementation 
method was carried out in 1981/82. Based on the results, a much stronger 
emphasis is being placed on shifting the responsibility for program 
implementation to local managers and ensuring management accountability. 


On the basis of input from interviews held with several female employees and 
managers, the Programmandate was further clarified. A review was also done 
of the structure and role of the Affirmative Action Office, and as a result 
the positions in the Office were reviewed and upgraded. 


A major effort will be made during 1982/83 to increase awareness of and 
build up enthusiasm for the Program across the province. To help with this, 
an audio-visual presentation was developed during 1981/82, explaining the 
Program and showing the ways in which Ministry employees can use the 
resources of the Affirmative Action Office. 


Several hire/promotion activity achievements were made during the year. A 
female Occupational Health and Safety Officer was hired at Southwestern 
Regional Centre and is now the only woman in the Fire Safety Inspector 
classification. The two Motor Vehicle Operator positions advertised during 
the year were filled by women, slightly improving the previous 56:1 male: 
female ratio in that classification. The two women appointed to OM-16 and 
OM-15 classifications are the only women at these levels: one as a Hospital 
Housekeeper at Oxford Regional Centre, and the other as a Food Services 
Manager at Southwestern Regional Centre. 


At the more senior levels, a woman was the successful candidate in a 
competition for Regional Planning Manager ( Program Analysis AM-21) in the 
North, a position which has traditionally been filled by men, and two senior 
female Systems Managers were appointed in the Management Information Systems 
Branch at the Systems Services AM-20 level. Strides were also made in the 
financial area, where women were appointed to both the Executive Director of 
Finance and Director of Financial Planning and Corporate Analysis positions, 
and four Regional and Area Financial Officer positions were filled by women. 


oA = 


MINISTRY OF: CONSUMER AND COMMERCIAL RELATIONS CHAPTER 10 
Total Number of Employees in the Ministry: ly 726 

Women's Share of Ministry Employment: 62.8% (1081) 

women's Share of Female OPS Employment: 3.8% 


Salary Distribution 


Women's average salary 1980/81: $14,423 
1981/82: $16,708 
An increase of 15.8% 


Men's average salary 1980/81: $22,661 
1981/82: $25,195 
An increase of 11.2% 


Women's average salary was 66.3% of men's in 1981/82 (compared to 63.6% 
in 1980/81), for a decrease in the wage gap of 2.7%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: : 

- Other ACDs: 62 

- Total Number of initiatives undertaken ——— 
by Ministry women: 64 

- % of Ministry women this represents: 5.9% 

Inventories 


The Affirmative Action Career Inventory contains data on female employees 
earning a minimum of $17,000 per annum as of March 31, 1982. This data 
consists of career information forms completed by those women interested 


in accelerated career development, corresponding supervisors' assessments 


and formal training plans designed expressly for any of the interested 
women recommended for accelerated career development. Alternate 
documents, signed by presently disinterested women and their supervisors, 
also form an integral part of the inventory. A cardex tracking system, 
which follows the activities of those women in the inventory, complements 
the other documents. 


The career information is filed by work units totalling 15, and the 
tracking system is filed by career goals, totalling twenty-two. Updating 
as to eligibility for inclusion in the inventory occurs quarterly. Due 
to the confidential nature of the contents, the inventory is located in 
the Program Manager's office. 


The inventory is accessed to identify qualified female candidates for 
developmental and promotional opportunities. 


Allocation of Resources: Direct: $63,107 Indirect: $12,426 
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Staff Training and Development 
- Number of participants: # of Men : 241 

# of Women ay inp ie") 
- Females as a % of total participants: 62.3% 
- Female participants as a % of Ministry females: 36.9% 


The 1981/82 Staff Development report indicated several significant 
increases in female course participation as compared to the 80/81 figures. 


There was a 108% (81) increase in the total number of women taking external 
courses. Female participation in Technical/Professional courses increased 
by 9.5% (12) and 95% (18) of the participants at the Career Planning workshop 
were female. . 


The total staff dollars allotted to female course participants increased by 
18.7% to bring the female share of total training dollars to $67,949.98. 


Regional Delivery 


All interested women earning above $17,000 were interviewed by their managers 
regarding their career goals. 


An Affirmative Action Regional Representatives’ Conference was held for 68 
regional representatives. This 1's day conference provided the women with : 
an update on Affirmative Action, as well as information on a number of areas 
in which the women had indicated an interest. The Affirmative Action Program 
Manager delivered an evening presentation on Affirmative Action at Symposium 
81 in London, Ontario. Eight women attended workshops sponsored by the - 
Regional Delivery Task Force. The Ministry's Systems training project was opi 
to regional female staff as well. Visits were made by the Affirmative Action 
Program Manager to two registry offices in Ottawa. } 


Information kits were forwarded to regional offices on a bi-monthly basis. 
A section of the Affirmative Action bi-monthly newsletter was devoted to 
regional information. 


Affirmative Action Program Manager reported regularly to Regional Executive 
meetings of Real Property Registration Branch, Property Rights Division. A 
senior manager was named as the Affirmative Action contact person between 
Real Property Registration Branch and Women's Advisory Office. 
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Highlights of Ministry Affirmative Action Program (including Breakthroughs) | 


The Affirmative Action Program is now fully integrated into the Ministry's i 
Planning cycle. Separate accounting codes were established to allow units | 
to report direct Affirmative Action expenditures only. Three formula and fou 
non-formula hire/promotion targets were met. [ 
MCCR continued its training program to better qualify women in the systems — 
field; 121 women were tested to determine native aptitude for systems work. | 
Five women were accepted into the apprenticeship program based on their test. 
results. This training program has been a very positive initiative. | 


oe aes represented on two of the four task forces of the Affirmative Act 
ouncil. | 


The Administrative Module, which now has 39% female representation, has some. 
Significant hire/promotion activity from April-September, 1981, where 68.4% ¢ 
al] hires/promotions (not limited to under-represented classes) were women | 
(13 females, six males). 


Gy aes 


ights of Ministry Affirmative Action Proaram (cont'd) 

special development was provided for one female to become qualified for a 
yosition in the Executive Compensation Plan. First female in role of Vice- 
thairperson for the Ministry's United Way Campaign and, in addition, three 
vomen were chosen as trainees for the Government's United Way Campaign. 


Ha 


ifteen females moved into under-represented sex-typed classification 

ries - one as a Land Registrar 3; two as Financial Officer 3; one as an 

ecutive Officer 1; one as a Records Services Officer 2; one as a Library 
hnician 2, one as an Investigator 2, OSC; one as a Clerk 7 General; one as 

1 Public Relations Officer 2; one as a Legal PM 19-20; one as a General 

dmin. AM-17; two as General Admin. AM-18; one as a Law Admin. AM-18; 

me reclassified as a Personnel Admin. AM-18. 


, 


‘hree females became firsts ina particular position - one as Secretary to 
Intario Securities Commission; one as Manager, Central Registration, 
lusiness Practices Division; one as Executive Assistant to the Deputy Minister. 


Ine woman became the first to act as the Chief Accountant. 
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MINISTRY OF: CORRECTIONAL SERVICES CHAPTER 11 
Total Number of Employees in the Ministry: 4844 
Women's Share of Ministry Employment: 25.5% (1233) 

4.3% 


Women's Share of Female OPS Employment: 


Salary Distribution 


Women's average salary 1980/81: $17,384 
1981/82: $19,092 
An increase of 9.8% 


Men's average salary 1980/81: $20,783 
1981/82: $22,094 
An increase of 6.3% 


Women's average salary was 86.4% of men's in 1981/82 (compared to 83.6% 
in 1980/81), for a decrease in the wage gap of 2.8%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 1 
- Other ACDs: 43 
- Total number of initiatives undertaken 
by Ministry women: 44 
- % of Ministry women this represents: 3.6% 
Inventories 


A Computerized Personnel Inventory System was established in April, 1981, 
and is accessed for supplementary data for the Affirmative Action Program 
data base. In addition, it is anticipated that the inventory will be 
accessed in future for secondments and developmental assignments. 


Allocation of Resources: Direct: $57,702 Indirect: $11,000 


Staff Training and Development 


- Number of participants:  # of Men ye re) 
# of Women : 1020 
- Females as a % of total participants: 20.6% 


- Female participants as a % of Ministry females: 82.7% 


Two Special courses, Managing Life Skills for Women (November, 1981) and 
Project Management (March, 1982), were designed to prepare the women who 
participated in the Assessment Centre for Women for management positions. 


As part of keeping female employees of the Ministry informed about the issues 
that may affect them, the Affirmative Action Program staff conducted 2 Office 
of the Future seminars and a series of lunchtime sessions on the topic of 
office automation. 
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Staff Training and Development (cont'd) 


The Ministry of Correctional Services has two Staff Training Branches: 
Community Programs Staff Training and Institutional Staff Training. The 
breakdown of women's participation in staff training and development 
programs for the fiscal year 1981/82 is 53.2% (Community Programs Staff 
Training) and 13.1% (Institutional Staff Training). 


Regional Delivery 
The focus of the Programs continues to concentrate on managers being aware 
of the objectives of the Affirmative Action Program and having responsibility 
for implementing them. The Affirmative Action Program staff travel 

across the province to provide consulting services to managers concerning 
their contribution to planning and implementing the Program. 


Highlights of Ministry Affirmative Action Program 


Women have continued to increase their representation in two traditionally 
male occupations, Correctional Officer and Probation/Parole Officers. The 
female proportion of the total employees in the Probation/Parole series has 
now reached 30%. Two of the three classification levels in this series, 
Probation/Parole Officers 1 and 2, are no longer under-represented. 


In the Probation and Parole series, the number of women has increased 218% 4 
from 39 in March 1975 to 124 in March 1982. The number of women in the : 
Correctional Officer series has increased by 96.6% from 174 in March 1975 ; 
to 342 in March 1982. 


During the fiscal year 1981/82, women improved their representation in the 
Ministry from 25.0 percent in March 1981 to 25.45 percent in March 1982.. 


In 1981, the first year following the establishment of the Women's iceee ae 
Centre, developmental secondments in non-traditional areas were arranged for 
participants to prepare them for management positions. Special courses were 
also designed in accordance with their needs. 


During the fiscal year 1981/82 the Ministry identified 89 (revised in Sept./8 
to 63) priority targets and achieved 68. 


The Affirmative Action Program staff conducted two seminars and a series of | 
lunchtime sessions related to the trend to use microtechnology in the 
workplace to assist the women in preparing for future working conditions. 


meg |, 
MINISTRY OF: CULTURE AND RECREATION CHAPTER 12 
Total Number of Employees in the Ministry: 798 
Women's Share of Ministry Employment: 48.7% (389) 


Women's Share of Female OPS Employment: 1.4% 


Salary Distribution 


Women's average salary 1980/81: $18,138. 
3 1981/82: $20,100. 
An increase of 10.8% 


Men's average salary 1980/81: $24,056. 
1981/82: $25,995. 
An increase of 8.1% 


Women's average salary was 77.3% of men's in 1981/82 (compared to 75.4% in 
1980/81), for a decrease in the wage gap of 1.9%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: Q 

ie Other ACDs: Gi 

- Total Number of initiatives undertaken — 
by Ministry women: Zs 

* *o Of Ministry women this represents: 6.9% 

Inventories 


Inventory of senior women that identifies all women in executive and 
‘Management compensation plans, by class levels. 


Inventory of all women in feeder groups to management and executive compensation 
plans from level 15 and above, for contact when positions at the senior levels 
are advertised. 


Skeleton inventory of ministry women in non-traditional jobs and under-represented 
Classifications. 


Inventory and tracking of women who have undergone accelerated career develop- 
ment initiatives. 


| 
elector inventory of ministry women who have expressed interest in accelerated 
‘career development initiatives through the ministry's work planning and 


performance review process. 
| 


i 
. OreResources: Direct: $53;952. Indirect: $7,030. 
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Staff Training and Development 


- Number of participants: #o0f Men : 90 
: # of Women : 167 


- Females as a % of total participants: 65 .0% 
- Female participants as a % of Ministry females: 42.9% 


Women received 64% of the total tuition/related expense dollars spent by 
the ministry (an increase of 5.5 % over 80/81). 
Women received 75% of the total person days devoted to staff development 
(an increase of 4.7% over 80/81). 


_ An interesting trend was reflected in comparing 80/81 training and development 
data with 81/82. Participation in Interpersonal/Personal courses dropped by 
_ 45% with a marked increase in specific job-related skills courses. 


Regional Delivery 


Affirmative Action representatives from each of the Ministry's regional offices 
have been appointed. 


Women in the field were sponsored to attend workshops held by the Affirmative 
_ Action Council's Regional Task Force. In addition, appropriate affirmative 
action materials were distributed to the field on an ongoing basis. 


_ Highlights of Ministry Affirmative Action Program 


The first woman was appointed director of the Ministry's Internal Audit Branch 
as a result of a reclassification to a previously under-represented classification. 


"The Ministry appointed its first female director of Legal Services. 
"The first woman was hired into the executive officer 2 (B/U) classification 


in a position not previously held by a woman. The first woman was hired 
at a Public Relations Officer 3 level. 


The Ministry exceeded its accelerated career development initiatives. Nine 
were planned (2.0% of ministry women) and 27 were actually undertaken (6.9% 

of ministry women). 

“The Ministry targetted for one hire/promotion for the Social Program 
Administration AM-18 level. This target was met; in addition, reclassifications 
raised the number of women in this level by 2 more. 


The Ministry also reclassified two women into under-represented classifications 
in the General Admin. series (at AM-17 and AM-19) thereby raising the female 
representation. 


re 


MINISTRY OF: EDUCATION/COLLEGES & UNIVERSITIES ee CHAPTER 13. 
(Including Education Relations Commission) 


Total Number of Employees in the Ministry: 2080 
Women's Share of Ministry Employment: 56.7% (1179) 
Women's Share of Female OPS Employment: 4.1% 
Salary Distribution (Including Education Relations Commission) 
Women's average salary 1980/81: $16,689. 

1981/82: $18,832. 

An increase of 12.8% 
Men's average salary 1980/81: $27,669. 

1981/82: $29,940. 


An increase of 8.2% 


Women's average salary was 62.9% of men's in 1981/82 (compared to 60.3% 
in 1980/81), for a decrease in the wage gap of 2.6%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 4 

~ Other ACDs: ai) 

- Total number of initiatives undertaken — 
by Ministry women: 41 

> % of Ministry women this represents: 3.9% 

Inventories 


The Unit maintains a detailed file on all Ministry civil servants by 
branch and regional/field office for information related to occupational 
distribution, staff development and hire/promotion activities. It is 
used to identify women who are potential candidates for accelerated | 
career development initiatives and/or for filling under-represented positions. 


Allocation of Resources: Direct: $107,300 Indirect: $5865 


Staff Training and Development 


~ Number of participants: # of Men : 1816 

# of Women : 1584 
- Females as a % of total participants: 46 .6% 
~ remale participants as a % of Ministry females: 134 .4% 


The female participation rate in the categories of Managerial/Supervisory 

and Technical/Professional courses increased by 2% to a new total of 42.4% 
in 1981/82; the rate decreased by 22% to a new total of 57.2% in Interpersona| 

Personal and Secretarial/Clerical courses. 


(ZB/LEJLGM E60L 


»P2ALH UdWOM, PUR ,, SAaLouedeA JO #,, UL ALUO PapnN_LoUL pUue SzZayxDeUg UL AL a}eURd|aS pazsSL| sue Sasseld YLUM BuLULebueg 
AOJ (JUIWaeIBY BALZDAL10J aYyz JO HZ ALILJUy) SqUaWade[d sn[duns pue sasse,d yUaWabeueW UOJ UOLZLJEdWIOD JO SUBALEM (x) 


ae ee i ae 
892 } 082 | 628 | (2)9v L°9S 6LIT SIW1LOL 
v9 


ii 


SBOLAUaS LePOLUYIA! 
SBDLAUBS LPUOLSSAJOUd 
pue Ly 1qUaLos 

SBDLAUIS BILJIO 

S9DLAUVS JOURUaZUL EW 
S8DLAUS WUaWADVOJUZ Me7 
S8DLAUIS | PUOLZIAUO) 
/aaey) [eu0L3NZ13SUT 

“AAS [PUOLYeUadQ [Leuauay 
SBDLAUIS LedLUaL) 

SOILANIS DALPCUZSLULUIPY 


AYOSILYI 


LeOLUYyoa] 
[PUOLSSAJOUd 

L PUOLZeUadG 
LeItual)D 
SALPEAPSLULWIPY 


J 1NGOW 


PALLt4 
BILOULILA szueot{ddy | sarouese, 
$O% & SY # # JO # JO # 


3e9/* Pow |28/€0/TE 

JO %} JO Se} 
uawomM AuISLULW 

$O UOLINGLAZSLG 


Kiobaze)/anpow 
jeuoizednso9 


= ANG) 


Staff Training and Development (cont'd) ZF 
Between 1980/81 and 1981/82, the average training cost per female participar 
increased by $12 while the average training cost per male participant a 


decreased by $37. . 


& 


oa 


During 1981/82, there was an increase of 103 in the total number of female 
sabe ei paltls in staff training and development compared to 1980/81; the ‘ 
number of male participants increased by 448. 4 


Regional Delivery 


There is a Communications Network made up of representatives from all branches 
regions and field offices. This system is in place to provide information 
to and also seek information and suggestions from all employees. 


The Co-ordinator visited several regional offices during the year to present 
affirmative action information sessions, and to discuss areas of concern. 


Highlights of Ministry Affirmative Action Program 


The Unit co-ordinated noon-hour programs for the employees, covering a variety 
of subjects such as Security of the Female and Investments. The Affirmative — 
Action Unit made presentations at the orientation sessions for new employees. 


Hire/Promotion breakthroughs included the first female Native person hired 

as an Education Officer (E. 0. 2), and the first females hired as Senior Polic 
Advisor (General Administrator AM-21) and as Senior Policy and Planning Advisor 
(Program Analyst AM-21). 


The Unit analyses the Affirmative Action portion of the Multi-Year Plan 
submitted by all 22 Colleges and makes recommendations to the Council of Regents 
Ministry data on school boards’ staffing patterns was provided on request 

to assist in the development of affirmative action programs in the boards. 

The Unit annually updates and analyses data on male/female staff in elementary 
and secondary schools. 


The Co-ordinator served as a member on internal and external ministry work- 
groups established to recommend strategies to increase the participation 

of female youth in studies for non-traditional occupations. As well, the 
Unit initiated an analysis of a sample collection of enrolment, by subject 
and course, of male/female students at the secondary level and provided 
assistance, on request, in the development and implementation of non-sexist 
curriculum materials. . 


— 


The Deputy Minister issued a memo to the Boards of Education re: The Science 
Council of Canada's Statement of Concern: The Science Education of Women in 
Canada. The memo urges teachers, parents, and counsellors to take positive 
actions to encourage greater participation of female students in mathematics 
and science courses. In addition, the Ministry of Colleges and Universities 
funded a documentary film Breaking Through as a teaching and public education 
vehicle to assist in the development of a curriculum for pre-trades programs. 


The Ministry annually updates an extensive data base for each branch, regional 
field office on all aspects of the Program, including the career path of 
former accelerated career development initiatives participants. There are 


plans to place all the data files onto a computerized system. Data is also — 
maintained for staff of School Boards. 
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MINISTRY OF: ENERGY CHAPTER 14 
Total Number of Employees in the Ministry: 146 

B ifomen''s Share of Ministry Employment: 50.0% (73) 
Women's Share of Female OPS Employment: 0.3% 


Salary Distribution 


Women's average salary 1980/81: $16,695 
1981/82: 18,189 
An increase of 8.9% 
Men's average salary 1980/81: $34,952 
1981/82: Sy 5025 


An increase of 7.4% 


Women's average salary was 48.5% of men's in 1981/82 (compared to 47.8% in 
1980/81),for a decrease in the wage gap of 0.7%. 


Accelerated Career Development Initiatives 
- Number of ACD initiatives under AAIF: 


- Other ACDs: 8 

- Total number of initiatives undertaken — 
by Ministry women: 8 

- *% Of Ministry women this represents: 11.0% 

Inventories 


| Informal only at the present time. 


Allocation of Resources: Direct: $23,114 Indirect: $ -- 


Staff Training and Development 


- Number of participants: # of Men ae es 

# of Women : 68 
- Females as a % of total participants: 58.6% 
~ Female participants as a % of Ministry females: 93.1% 


The Ministry of Energy is very active in its encouragement of staff training 
and development for employees. More women than men took part in courses this 
year (58.6% of the participants) and although the average cost per female 
participant was only 32.6% that of the average male participant cost, more 
than twice as many females attended Managerial/Supervisory training. One- 
sixth of the female participants took Secretarial/Clerical training and 50% 
of the female participants took Managerial/Supervisory training and development 
courses. This was an increase of 38.2% for Managerial/Supervisory training 
for females over last year. In general our Training and Development 
participation/dollars spent were down last year and women received 31.6% of 
these dollars as compared to 41% last year. 
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Highlights of Ministry Affirmative Action Program 


In 1981/82 the Ministry of Energy had 17 women earning in excess of $23,000 

with 6 of these earning in excess of $30,000. These women are in the 

_ Professional, Technical and Administrative modules and represent an increase 

_ of 21% from 1978/79. The Ministry has great difficulty in identifying 

_ priority targets in under-represented classes according to the corporate 

formula, Since the numbers of positions are low and the number of experienced 

women available at senior levels in specialized fields is still] very low 

or nonexistent. However, in keeping with our interest and attention to 

_ advancing women as much as possible, this year we were able to hire 7 women 

_ into under-represented classes which was 21% of the total hired. Five of 

these 7 were at the 17 level or higher. As well, we achieved several 

breakthroughs with 3 women reaching the advisor levels in highly technical/ 
professional fields. 


: 


The Ministry is also pleased with the career development opportunities/ 

_ promotions of its Administrative Support staff. Our "office of the future" 
has provided upward mobility for 25 women in the past 3 years. Seventeen 
_have progressed upward at least once, many twice and 2 have moved into the 
administrative management stream. As well, accelerated career development 
initiatives such as secondments, acting assignments and job rotations have 
given another 8 women in this category some exposure and Opportunity to 
develop and acquire additional skills in the past year. 


_ The senior level women in the Ministry took part in an initial special 
luncheon for women in small ministries. It provided an opportunity for these 
women to learn more about the senior inventory (SAAC) and meet with their 
peers in other smaller ministries. 
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CHAPTER 15 
MINISTRY OF: THE ENVIRONMENT 
Total Number of Employees in the Ministry: 2,023 
Women's Share of Ministry Employment: 20.9% (422) 


Women's Share of Female OPS Employment: 1.5% 


Salary Distribution 


Women's average salary 1980/81: $15,926 
1981/82: 17758 
An increase of 12.9% 


Men's average salary 1980/81: = $24, Ses 
1981/82: 25,/06. 
An increase of 5.7% 


¥ 


} 
{ 
i 
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Women's average salary was 69.1% of men's in 1981/82 (compared to 64.7% in 
1980/81), for a decrease in the wage gap of 4.4%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 4 
- Other ACDs: a 
- Total Number of initiatives undertaken 

by Ministry women: 25 


<I emg apt gles ks 


, | { 
- % of Ministry women this represents: -9 j 
Inventories : 


The Affirmative Action Program has created a Career Inventory of all women ‘ 
in the Ministry who have expressed definite career categories and who have ; 
wished to participate. The career categories are: Accounting/Finance/ i 
Program Analysis; Data Processing/Programming; Engineering/ Resource : 
ilanagement/Scientific/Technical; Managerial/Administrative; Personnel; i 
Records Management/Purchasing; Secretarial/Clerical/Word Processing; Skills } 
& Trades. Each personnel representative and the manager of Human Resources ~ 
is to receive a copy. The Inventory will be updated twice yearly for changes/ 
additions/deletions. There is a page profile on each woman which is inserted 
Aco appropriate Career area. It will be used extensively by the 


The senior women in the Ministry who are in the Management group or the 
feeder group (which contains those whose position requires a degree) are also 
part of our Staff Resources Inventory which has been created through our 
Human Resources Program and is supported and directed by our Senior Management 
It also profiles each employee both male and female for use in succession 
planning, job rotations and secondments. 


§ 


Allocation of Resources: Direct: $39,265 Imidarect:. ($i i= 


Staff Training and Development 


- Number of participants: # of Men : “1261 
# of Women : 233 
- Females as a % of Total participants: 15 .6% 


- Female participants as a % of Ministry females: 55.2% 
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In terms of both number of participants and money spent, the 1981/82 fiscal 
year saw marked improvement over 1980/81 in the area of Staff Training and 
Development. 


In all four types of courses, improvement was noted for females. In the 
Interpersonal/Personal and Secretarial/Clerical categories the dollars spen 


more than doubled. 


As in 1980/81 the largest discrepancy between males and females was in the 
Technical/Professional area. Here women represented less than 10 percent 
of the participants and dollars spent. 


There was a 5% increase in the amount of money spent on staff training and 
development courses for females. 


Regional Delivery 


The Affirmative Action Program Manager visits each region at least once a ye 
to provide an information update session on Affirmative Action and provide — 
counselling services. The five regional representatives participate in a 
regional day in Toronto and also meet in person with the Women's Advisory 
Committee. The Women's Advisory Committee monthly meetings are also 

teleconferenced to the regional representatives and they receive the monthly 
minutes and information kits to share with the women in their area. 


Highlights of Ministry Affirmative Action Program 


The Ministry held a Career Development Centre for Women in September/81. T 

were 12 participants, four from each of the three divisions. The Centre was 
designed to identify women who have potential for first level management. | 
results of the Centre helped provide these women with accelerated career 
development plans to meet this objective. 


The management dimensions and qualities evaluated were: 


- Communication 

- Leadership 

- Organization & Planning 
- Problem Analysis 

- Decision Making 


Multiple assessment techniques were used: written and oral presentation, — 
simulation exercises, both individual and group, which were developed or tak 
from tested and prepackaged material. Trained assessors were drawn from 
within and outside the Ministry. | 


One significant breakthrough occurred when a woman mo ia| 
ved from the Secretaria’ 
stream into the Program Analysis classification as a Junior Analyst. | 


& Recreation & Government services. A i : 
job training. - All the assignments consisted of on-th 


e 

il 

phcaranc sheen eee eee October to April with separate noon hour 
er 

sponsored by the Women's fata aa A eee Both programs were i 


The Women's Advisory Commi i i i ; 
renee aauetay een mittee with the Affirmative Action Program Manager 
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MINISTRY OF: GOVERNMENT SERVICES CHAPTER 16 
Total Number of Employees in the Ministry: 2825 
Women's Share of Ministry Employment: 3225%76( 917) 


Women's Share of Female OPS Employment: Suen 


“Salary Distribution 


“Women's average salary 1980/81: $1455. 
| 1981/82: Dl d55., 
An increase of 17.2% 


Men's average salary 1980/81: $20,833. 
1981/82: $22,644. 
i An increase of 8.7% 
“Women 's average salary was 75.3% of men's in 1981/82 (compared to 69.8% in 
1980/81), for a decrease in the wage gap of 5.5%. 


“Accelerated Career Development Initiatives 


= Number of ACD initiatives under AAIF: 3 
- Other ACDs: 56 

| a Total number of initiatives undertaken —— 
: by Ministry women: 59 
}- % Of Ministry women this represents: 6.4% 
‘Inventories 


The Ministry of Government Services Affirmative Action Program maintains an 
inventory of senior women (earning $25,000.00 per annum and over), who convene 
at afternoon meetings several times a year. Some of these are also attended 
by the Deputy Minister. These meetings assist women to clarify their career 
(objectives and goals and increase the number of women interested in Senior 
“Management positions. 


M.G.S. A.A.P. also maintains an inventory of employees seeking career progression. 
Through career counselling interviews and completion of a career development 
questionnaire, the employee's career goal is identified and, where applicable, 
assistance is provided (educational, job rotation). This Program has an 

-excellent success rate, enabling women to compete successfully for positions in 

‘line with their career goal. 


‘Allocation of Resources: Direct: $142.3100 Indirect: $ -- 


Staff Training and Development 


- Number of participants: # of Men : 576 
# of Women : 448 
- Females as a % of total participants: 43.8% 
- Female participants as a % of Ministry females: 48.9% 


Expenditures for women's training in 1981/82 exceeded their representation in 
‘the Ministry by 3.8% and increased significantly over last year's expenditures 
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by 64.8%. As in 1980/81, M.G.S. women took more courses of a Technical/ 
Professional nature than in any other category, and this year's expenditure in 
that area is more than double that of 1980/81, representing 50.9% cf the 
dollars spent for women's development. Women received 36.3% of the total 
sducational assistance expenditure, and 55% of the paid leave granted to 

all M.G.S. employees, both of which exceed their share of Ministry employment 


(32.5%). 


The Ministry has a network of A.A. Representatives in both regional and head 
ir rices. 


The A.A.P. provides information to all employees via the newsletter, Equilibrium. 
.... development and related information seminars are held in regional offices 
On a regular basis providing the opportunity for information exchange and 
individual career counselling as well as delivery of sessions on skills 

analysis, interview skills, resume techniques, goal setting and decision 
making. 


Highlights of Ministry Affirmative Action Program 


Senior Management continued their support of the Affirmative Action Program 

by promotion, career development opportunities and by establishing a full-time 
position for the Affirmative Action Program Manager. The Deputy Minister met 
90 women to discuss career objectives. 


The Ministry's apprenticeship program is now fully implemented and is assisting 
3 women to qualify for under-represented trades positions. The Ministry's own 
acentive Fund was raised to $40,000.00 to enable 9 women to gain career- 

related job experience and ultimately their career goal. The various Affirmative 
Action Career Development initiatives are specifically designed to qualify women 
e positions in under-represented classes. 


Significant breakthroughs occurred in the following areas: Skills and Trade 
Group of the Operational Module (OST-17); Manager of Construction as well as 

in the General Operational and Maintenatice Services categories, as Agricultural 
ec 3 and Telephone Installer 3 respectively. In addition, 35 women were 

hired in other under-represented classes. 

y 

Activities carried out by the Affirmative Action Program included consultations 
and information sessions with Managers for the development and implementation of 
Affirmative Action initiatives, as well as presentation of skill learning sessions 


and career counselling. 
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MINISTRY OF: HEALTH CHAPTER 17 
Total Number of Employees in the Ministry: 11,046 


Women's Share of Ministry Employment: 64.5% (7,122) 


Women's Share of Female OPS Employment: 24 .9% 


Salary Distribution 


Women's average salary 1980/81: $16,406 
1981/82: $17,901 
An increase of 9.1% 


Men's average salary 1980/81: $19,709 
1981/82: $21,067 
An increase of 6.9% 


Women's average salary was 85.0% of mu's in 1981/82 (compared to 83.2% 
in 1980/81), for a decrease in the wage gap of 1.8%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 6 
- Other ACDs: 319 
~ Total number of initiatives undertaken ——— 

by Ministry women: 325 
- % of Ministry women this represents: 4.6% 
Inventories 


1. Career Goals 


This inventory is comprised of women whose long-term career goals are 
toward non-traditional jobs or those jobs in which women are under- 
represented. Inclusion is voluntary. Forms request information on 
current position, types of responsibilities desired in 3 - 5 years, 
and the skills and knowledge required to achieve these goals. The 
inventory is updated annually. 


2. Senior Women 


This inventory is in two sections: those women in the Ministry who 
earn $30,000 and over, and those earning between $24,000 and $29,999 
It is accessed by the Affirmative Action Program Manager, occasionally 
on behalf of Senior Management, for possible candidates for develop- 
mental and promotional opportunities. The inventory is maintained by 
name, Classification, position title, and work location and is updated 
annually. 


Allocation of Resources: Direct: $238,911 Indirect: $ -- 


Staff Training and Devel opment 


- Number of participants: # of Men Pie ceeh 4 a) V4 
# Of Women : 10,173 


- Females as a fe of total participants: 64.2% 
- Female participants as a % of Ministry females: 142.8% 
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i 81/82, as part of the identification and development of women's 
see a ‘He Affirmative Action Program organized and underwrote 
a 3-day workshop on management skills for women. In addition, 9/ workshops 
and skill sessions were delivered by the Affirmative Action Program staff 
to 805 women in the Ministry of Health, including skill sessions on resume 
writing, interview techniques, assertiveness, self-assessment and skills 
identification. Career counselling was provided as an integral part of 


these sessions. 
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Regional Delivery 


Great emphasis is placed on regional delivery since the majority of female 
staff in the Ministry of Health are located outside Toronto. 60 Repre- 
sentatives, who provide a base of support for the Affirmative Action Program 
at the local level, are a key to regional program delivery. These women 
serve as liaison between the Affirmative Action Program staff and their 

own branches/offices, and between managers and women in their areas. 


ee ee ae 


Highlights of Ministry Affirmative Action Program 


Six assignments were made possible by the Affirmative Action Incentive 
Fund; notable among them was one in maintenance repair work. There were 
a number of assignments in the feeder groups to management. 


The 'Update' newsletter recommenced publicationwitha ‘newlook'. Items 
included information on the Affirmative Action Incentive Fund and partipants, 
manager-initiated Affirmative Action Program initiatives, "Women on the Move; 
and a review of a book on women's issues. 


Several informal senior women networks have emerged this year. 


The Affirmative Action Program staff organized and presented a two-day 
training session in Toronto for 27 newly-appointed Affirmative Action Program 
Representatives. gy 


A three-day Conference in Toronto, organized and presented by Affirmative 
Action Program staff, was attended by 53 Representatives from across the 
province. The agenda included guest speakers on "Affirmative Action in 
Business and Industry". Three Representatives gave presentations on 
Special initiatives they had developed for their local programs. These 
included a Local Career Inventory, a Career Counselling and Assessment 
Program, and an ‘on-site' Business Administration Program with Ryerson 
Polytechnical Institute. 


Breakthroughs were made in the Ministry when women were appointed in the 

following classification levels for the first time: General Administration 
AM-22; Personnel Administration AM-21; Purchasing & Supply AM-16; Institutional 
Care OM-15; Construction Inspector; Agricultural Worker 1; and Operator 2 si 
Offset Equipment. | 


Significant progress was made toward the accomplishment of the aim of the 
Program when 22 women moved into targetted (priority and additional) 
classifications as follows: General Administration AM-18; General Administrati 


>’ 


AM-19; Medical PM-22; Medical PM-23; Personnel Administration AM-17; 
Clerical Services CM-13; Social Work Supervisor 3; Systems Officer 1; 
Ambulance Officer 2; and Psychometrist 2 (Masters). 
In addition to the above mentioned progress, the Ministry has met the 30% 
objective in the following classifications during 1981/82: 

Institutional Management AM-22; Personnel Administration AM-21; 

Purchasing & Supply AM-16; General Operational OM-12; and Hospital Attendant 1| 
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IINISTRY OF: | INDUSTRY AND TOURISM CHAPTER 18 
is (Including Ontario Development Corporation 
and Ontario Place Corporation) 


otal Number cf Employees in the Ministry: 655 
lomen's Share of Ministry Employment: 41.1% (269) 


men's Share of Female OPS Employment: 0.9% 


B7- 


alary Distribution 


en's average salary 1980/81: $16,570 
’ 1981/82: $19,083 


% An increase of 13.2% 
en's average salary 1980/81: $29,402 
i 1981/82: $32,354 
i An increase of 10.0% 


a} 
omen's average salary was 59.0% of men's in 1981/82 (compared to 56.4% 
n 1980/81), for a decrease in the wage gap of 2.6%. 


: 
ccelerated Career Development Initiatives 


_ Number of ACD initiatives under AAIF: 2 
Other ACDs: 26 
Total number of initiatives undertaken 
by Ministry women: 28 
; % of Ministry women this represents: 10 .4% 
location of Resources: Direct: $40,656 Indirect: $ -- 
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taff Training and Development 


Number of participants: #o0f Men : 302 
# of Women : 173 


i Females as a % of total participants: 36 .4% 
_ Female participants as a % of Ministry females: 64.3% 


men went on 36.4% of all courses supported by the Ministry and received 
5% of the training dollar. Of all participants in Managerial-type 
jurses, 88.9% were women. Of all the women who went on courses in 
181/82, 41.6% of the women were in the Office Services category. 


|gh1i hts of Ministry Affirmative Action Program 


reer Development Program 

le Manager, Affirmative Action Program, developed and introduced a Career 
‘velopment Questionnaire to be used as a base for an Inventory of women 
Ployees' career goals. This was done through Information Sessions held 
eross the Ministry. 


le hiring freeze resulting from constraints provided an increased number 

) Career development opportunities for women; 27 women received career 
velopment assignments, or 10.0% of all women employees. Many of these moves 
fOvided experience that could lead the individual into managerial positions 
id some were specifically oriented towards industrial development officer positions. 
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OM. 
ighlights of Ministry Affirmative Action Program (cont'd) 


esearch 


special project was completed on researching alternative proposals to 

crease results in the Affirmative Action Program. Information was gathered 
programs in other jurisdictions and senior managers and directors 

» requested to provide input into this project. A series of possible 
jtiatives, or Action Plan, was developed and presented to Management 

mittee for consideration on implementation in 1982/83. Some 

jtiatives considered included increasing developmental opportunities 

nto the industrial development officer classification, management participation 
nd accountability and training and development. 


| ee 


ait ee . 
MINISTRY OF: INTERGOVERNMENTAL AFFAIRS CHAPTER 19 
Total Number of Employees in the Ministry: 44 , 
Women's Share of Ministry Employment: 75 .0%2-( 33) Sine ; 
Women's Share of Female OPS Employment: 0.1% ; 
Salary Distribution | 
Women's average salary 1980/81: $19,443. 4 
1981/82: $24 93952. 
An increase of 25.1% 
Men's average salary 1980/81: $29,184. 


1981/82: $37,493. 
An increase of 28.5% 


eS ee 


Women's average salary was 64.9% of men's in 1981/82 (compared to 66.6% 
in 1980/81), for an increase in the wage gap of 1.7%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 0 
- Other ACDs: 4 
- Total number of initiatives undertaken 
by Ministry women: 
- % of Ministry women this represents: ilezeal le 


Inventories 


All Ministry women are on the Career Development Inventory. 


The information comprises: name, classification, branch, length of service 
current salary, education (if requirement of job), career goals, and area(s 
of employment interest. 


Specific skills, and manager's assessment of promotability and viability of 
goals are added for senior women as part of the appraisal process. 


Staff may up-date career goals or area of interest on request. 


A separate inventory on "Potential Secondments" has been initiated, and wil 
be expanded as mportunity allows. 


It contains a list of women who would like specific experience in other 
ministries for a short period of time, in order to develop specific skills; 
women at comparable levels in other OPS ministries who would welcome a 
secondment to the Ministry of Intergovernmental Affairs for a specified 
period, in order to gain the type of experience available here. 


Allocation of Resources: Direct? 1$8, 252% Indirect: $ - 


Staff Training and Deve lopment 


- Number of participants:  # of Men 25 

# Of Women: 33 
- Females as a % of total participants: 56 .9% \ 
- Female participants as a % of Ministry females: 100% 
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Staff Training and Development (cont 'd) 


Note: Staff Training and Development Report also includes the Municipal Affa 
division for the first three months of the fiscal year. q 


of the Staff Development Courses taken by MIA staff, women took 56.9%. 
Of these, 6.1% took Managerial/Supervisory Courses; 78.8% (26) took Technica 
Professional Courses; 15.2% (5) took Interpersona1/Personal Courses. Average 
cost per female participant was $334.24. 43.1% of Staff Development Course ~ 
participation was MIA men. Of these, 8% (2 men) took Managerial/Supervisory — 
Courses; 19 men (76%) took Technical/Professional Courses; 4 men (16%) took 

Interpersonal/Personal Courses. Average cost per male participant was 


$503.43. 


Highlights of Ministry Affirmative Action Program 
Executive Appointments | 


The Ministry of Intergovernmenta | Affairs appointed Adrienne Clarkson Agent 
General to the overseas office in Paris. Her responsibilities extend to 
Italy, Spain, and Portugal, as well as France. This is a 3 year contract 
appointment (equivalent level, ECP-3). 


Ontario Government Promotions 


Two women (Janet Bax and Joy Gordon) won (PM-19 level) competitions for the — 
staffing of overseas offices in Brussels and Paris. 


One woman (Fern Miller) moved to the PM-19 level in the Economic Deve lopment 
Branch, Treasury and Economics, from a PM-17 level in MIA. 


External q 


Karen Junke, on a promotional move to the federal government, moved to the 
Department of Energy, Mines and Resources, from Federal-Provincial Relations 
Branch. j 


Hazel Farley moved from Hospitality Services Officer, Office of Protocol; 
to Protocol Officer, City of Toronto. 


Ministry 


Three women were promoted, as part of their career plan, by waiver of compet 
tion. 


Two new positions in the bargaining unit were created, offering career pathi 
possibilities. One is in the Financial Officer 1 B/U category, a new catego 
for this Ministry. Both competitions were won by women. 


Be ee 
Highlights of Ministry Affirmative Action Program (cont'd) 
Ministry (cont'd) 


One woman, from the Ministry of Education, is on secondment to this Ministry 


to obtain specific experience in the Office of Protocol, as part of her 


career plan. Her salary is being paid by the Ministry of Intergovernmental 
Affairs. 


A three-day writing strategies course, In-House, was arranged for MIA 
Support staff women, and attended by 16. Seven women took a microcomputer 
course totally sponsored by the Ministry. In addition to these initiatives, 
MIA women attended the Office of the Future Conference at Harbour Castle 
(two women), and attended Ryerson's Women's Week special days (six women). 
Other activities, such as City of Toronto open sessions on AAP were also 
attended. 


Ad Hoc Group of Small Ministries 


The Affirmative Action Program Manager of Intergovernmental Affairs joined 

with the Affirmative Action Program Managers of the Civil Service Commission, 
Management Board Secretariat, and the Ministries of Energy and Northern Affairs 
to form a core group to explore and address the problems specific to smal] 


ministries, and to identify and act on expressed needs. As a start, 


luncheon meetings were arranged with OPS resources speaking to the concerns 
of senior women. Northern Affairs hosted the first luncheon; others will 


be arranged at approximately three month intervals. Joint seminars and 


workshops for staff are also projected. 
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MINISTRY OF: LABOUR CHAPTER 20 . 


Total Number of Employees in the Ministry: 1394 


Women's Share of Ministry Employment: 45.8% (639) 
Women's Share of Female OPS Employment: 2.2% 
Salary Distribution 


Women's average salary 1980/81: $17,466 
1981/82: $19,284 
An increase of 10.4% @ 


Men's average salary 1980/81: $26,208. ' 
1981/82: - $28,080. | 
An increase of 7.1% 


Women's average salary was 68.7% of men's in 1981/82 (compared to 66.6% in 
1980/81), for a decrease in the wage gap of 2.1% 


Accelerated Career Development Initiatives 
= Number of ACD initiatives under AAIF: 2 


- Other ACDs: 42 
- Total number of initiatives undertaken 
by Ministry women: 44 
- % of Ministry women this represents: 6.9% 
Inventories 


An inventory of all women employees is maintained showing classification leve 
branch, government employment history and highest level of education attainec 
| 


Allocation of Resources: Direct: $67,289. Indirect: $8,500. 


Staff Training and Development 


- Number of participants: # of Men S132 
# of Women : 932 
- Females as a % of total participants : 54.4% 
- Female participants as a % of Ministry females: 145.907 


In 1981/82, women's representation in the Ministry was 45.8% compared to 
their participation in staff training and development which was 54.4%. Sinct 
the number of women taking courses exceeded their number in the Ministry, ma 
women took more than one course. Women's share of the training dollar was 
40.8%. In 1980/81 women's participation in courses was 57.8% and their shar 
of the training dollar was 41.3%. 


In Managerial/Supervisory courses, women comprised 44.5% and in Technical/ 
Professional courses, 53.5% of the participants. This compares with 56% and 
41.6% last year in the same areas. 
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Staff Training and Development (cont'd) . 


There were a number of in-house courses developed for women, e.g.5- 
"The Nuts and Bolts of Managing in Government." These tend to be less 
expensive per capita since no travel expenses are involved. © 


Regional Delivery 


The Affirmative Action Program Manager visits the regions annually to receive 
input from regional staff and discuss career development individually. Regiot 
women are encouraged to attend both local and Toronto workshops for which the 
Program Manager pays the binltsn 


Highlights of Ministry Affirmative Action Program 


Three five-day workshops, ‘The Nuts and Bolts of Managing in Government, wert 
presented to the Ministry's women. These workshops gave them an overview of 
government management processes, such aS management by results, financial | 
management and human resources management. A publication was produced based (| 
the information presented in the workshop. 


Seven two-day workshops, "Preparing to Meet the Office of the Future," were 
presented to give women hands-on experience with micro-computers, an overview 
of their application in the office and future career paths that may be create 
by the new technology. 


Five booklets were prepared describing administrative, field officer, profess 
specialist and tecnnical careers in the Ministry of Labour. 
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; MINISTRY: MANAGEMENT BOARD SECRETARIAT CHAPTER 21 
| Total Number of Employees in the Ministry: Sil 
Women's Share of Ministry Employment: 1 ae iy 3 (24) 
Women's Share of Female OPS Employment: 0.1% 


Salary Distribution 


Women's average salary 1980/81: $26,492 
1981/82: $30,562 
An increase of 15.4% 


Men's average salary 1980/81: $40,567 
1981/82: $44,097 
An increase of 8.7% 


Women's average salary was 69.3% of men's in 1981/82 (compared to 65.3% in 
1980/81), for a decrease in the wage gap of 4.0% 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 1 
- Other ACDs: 10 
- Total number of initiatives undertaken — 

by Ministry women: 1 


- % Of Ministry women this represents: 45 .8% 
Inventories 


A Career Development Inventory is completed by every employee annually and 
reviewed by managers to assist in career planning for all Secretariat 
employees. The inventory includes the employee's summary of short term and 
long term career goals, existing experience, experience and skills desired to 
be gained through on-the-job training, and an action plan to facilitate the 
accumulation of this experience. 


In 1981/82, an inventory was prepared of senior women across government who 
are qualifiec and able to assume part time developmental experiences at the 
‘ Secretariat. This resulted in 2 women assuming part time secondments. 
% 
: 


Allocation of Resources: Direct: $7070. Indirect: $ -- 


Staff Training and Development 
4 
t 


. - Number of participants: Facts Ven a3. .04 
f # of Women: 44 
= - Females as a % of total participants: 44 .9% 


- Female participants as a % of Ministry females: 183.3% 
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Staff Training and Development (cont'd) 


Female participation in Managerial/Supervisory courses increased from 12 
person days in 1980/81 to 52 person days in 1981/82. 


Female participation in Interpersonal/Personal courses increased from 5 
_ person days in 1980/81 to 49 person days in 1981/82. 


Female participation in Secretarial/Clerical courses increased from 7 
person days in 1980/81 to 15 person days in 1981/82. 


For all types of courses, the participation significantly increased from 
29 females taking 94 person days of courses in 1980/81 to 44 females taking 
139 person days of courses in 1981/82. (Note: this is higher than the 
total is of females employed because some females took more than one 
course 


Highlights of Ministry Affirmative Action Program 


_ Forty-six percent of the females at Management Board Secretariat received 

Accelerated Career Development opportunities through 11 initiatives. One 

of these successfully prepared a female to assume a priority formula target 

position. She is the only female at the Management Board Co-ordinator 
level in one division. 


In addition, the Secretariat provided 14 full-time and 2 part-time secondment 
opportunities to females from other ministries to enable them to gain broader 
: skills and experience. Four of the full-time secondments resulted in the 

_ females eventually becoming permanent, classified staff of the Secretariat at 


p the Management Board Officer level. 
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MINISTRY OF: MUNICIPAL AFFAIRS AND HOUSING CHAPTER 22 
Total Number of Employees in the Ministry: 1152 

Women's Share of Ministry Employment: 53.0% (610) 

Women's Share of Female OPS Employment: 2.1% 


Salary Distribution 


Women's average salary 1980/81: $17,304: 
1981/82: $19,700. 
An increase of 13.9% 


Men's average salary 1980/81: $27,98t3 
1981/82: $30,734. 
An increase of 9.8% 


Women's average salary was 64.1% of men's in 1981/82 (compared to 61.8% in 
1980/81), for a decrease in the wage gap of Cras 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 3 
- Other ACDs: 97 
- Total number of initiatives undertaken 
by Ministry women: 100 
- % of Ministry women this represents: 16.4% 
Inventories 


The Human Resources Branch has a computerized inventory of Ministry staff 
indicating career goals, educational background and developmental needs. Tl 
is accessed by the Affirmative Action Program. Additionally, the Program 
maintains an inventory based on Career Development Guides. 


Allocation of Resources: Direct: $100,300 Indirect: $- 


Staff Training and Development 


- Number of participants: # of Men : 1743 

# of Women : 1837 
- Females as a % of total participants : 51.3% 
- Female participants as a % of Ministry females : 301-% 


Courses offered through the Ministry's in-house Staff Training and Developm 
Section were attended by slightly fewer women than men (49.6% of participan 
were women). In Civil Service Commission courses, attendance was 54.7% fem 
In both Ministry and Civil Service Commission courses the majority of men ( 
attended Managerial/Supervisory courses while the majority of women (60.6%) 
attended Secretarial/Clerical courses and Interpersonal Skills courses. 


No data is available on the occupational groups of participants attending t 
courses. 
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Staff Training and Development (cont'd) 


More women than men participated in external courses offered by universities 
colleges and professional associations. 63.7% of participants who took 
advantage of these courses and received tuition assistance were women. — Also 
of all the external courses women have taken, there is a higher percentage 0 
Managerial and Professional/Technical courses (87.2%) than in-house courses 


Regional Delivery 


Meetings with women staff were held in each region of the Province. These 
meetings, combined with regional meetings of the Advisory Committee, have — 
provided a greater awareness of the Program for both housing authority and 


Ministry employees. 


Highlights of Ministry Affirmative Action Program 


The Affirmative Action Program has continued the integration of targets and 
results into the MBR system within the Ministry. Managers are actively invo 
in the planning and implementation of career development for their female 
staff. Overall Ministry plans and results are reported to senior management 
on a semi-annual basis. 


The Women's Advisory Committee has been expanded to reflect a more active 
involvement by the larger housing authorities. The committee of 90 women me 
twice: in April, and in January. Regional meetings were held in Sudbury, 
Ottawa, London and Toronto. The Toronto region meetings were planned, 
organized and run by the Central Core Committee, a volunteer group of commit 
representatives. The Publications Committee, also a volunteer group, wrote 
and published three issues of our newsletter. 


A task force of housing authority managers has been formed to review and ~ 
prepare recommendations on the Affirmative Action Program's Guidelines for t 
housing authorities. These recommendations will be finalized in 1982/83. 


Ministry policy and procedures on sexual harassment are being prepared and 
will be finalized in 82/83. 
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MINISTRY OF: NATURAL RESOURCES CHAPTER 23 
Total Number of Employees in the Ministry: 4302 

Women's Share of Ministry Employment: 22.7% (975) 

Women's Share of Female OPS Employment: 3.4% 


Salary Distribution 


Women's average salary 1980/81: $14,547 
1981/82: $16,617 
An increase of 14.2% 


Men's average salary 1980/81: $22,722 
1981/82: $24,584 
An increase of 8.2% 


Women's average salary was 67.6% of men's in 1981/82 (compared to 64.0% in 
1980/81), for a decrease in the wage gap of 3.6%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 2 
_- Other ACDs: 68 
- Total Number of initiatives undertaken aa 
by Ministry women: 70 
- % of Ministry women this represents: Tintae 
Inventories 


An inventory of Senior Women continues to be updated annually. This list 
indicates salary range and classification level. 


A pilot Human Resources Planning System has been tested by Personnel Services 
Branch in one of the Ministry's eight geographic regions. When implemented 
Ministry-wide, the system will provide an extensive data base of employee 
information as well as a valuable tool for career planning. 


Allocation of Resources: Direct: $129 ,800. Indirect: $2,900. 


Staff Training and Development 


- Number of participants: #o0f Men =: 4337 
# of Women : 1129 
- Females as a % of total participants: 20 .7% 


- Female participants as a % of Ministry females: 115.8% 


Women's participation in staff training and development courses rose to 
approximately 21% in 1981/82 compared to 18% in 1980/81. This is a 
Significant increase which brought the participation rate of women 

much closer to their actual proportion within the Ministry as a whole (22.7%). 
The increase largely represented a dramatic improvement in the proportion 
of women's enrollment in Managerial/Supervisory courses from approximately 
7% in 1980/81 to approximately 13% in 1981/82 (an actual increase of 76 
participants). 
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Regional Delivery 


- Managers were responsible for various aspects of Regional Program delivery 
“including communicating basic program information, conducting career discussions 
with female employees and providing follow-up in the form of training and 
development, and ensuring non-discriminatory treatment of women in all 

aspects of employment. On an individual basis many managers established new 
Affirmative Action initiatives #n their own areas. 


In addition, Natural Resources had an extensive and active two-tiered network 
of approximately 70 Affirmative Action Representatives who acted as a 

liaison between their Regions/Groups, Districts/Branches and the Affirmative 
Action Program Office. Regional/Group Representatives held committee 
meetings and provided some orientation and assistance to District/Branch 
Representatives in their area. As well, Affirmative Action Newsletter 
submissions were prepared by Regional/Group Representatives. Unit 
Representatives carried out the functions of information exchange and 

local programming of special events such as courses, workshops, presentations, 
field trips and discussion meetings. 


_ The Affirmative Action Program Office had overall responsibility for co- 

ordinating the field delivery of all Program activities. In addition the 

_ Program Office was the co-ordinating body in the Ministry for Regional 
Delivery Workshops and for communicating information regarding Interministerial 

_ Committees which Ministry employees served on in various municipalities. 


Highlights of Ministry Affirmative Action Program 


The Ministry's Affirmative Action priorities continued to place importance 
On moving women into entry and middle-level management positions and into 
the technical and professional specialties. To this end, Hire/Promotion 
Targets were set in related classifications and 82.4% of these Targets were 
achieved. Also, developmental assignments were provided to 70 women which 
is 7.2% of classified female employees -- this figure was far in excess 

of Management Board requirements. All initiatives were fully funded within 
the Ministry of Natural Resources. During 1981/82 the responsibility for 
implementing both of these activities was turned over to senior managers. 


During the year the wage gap narrowed by 3.6%;women's average salary was 
67.6% of men's average salary. The occupational distribution of women 
continued to diversify: the total number of women located in the 9 
under-represented modules and categories rose from 15.7% in 1980/81 to 
16.2% in 1981/82. 


Activities of the Affirmative Action Program Office included the following: 
identifying and resolving systemic and individual problems, monitoring 
developmental assignments and over 300 job competitions, providing some 
funding for and performing operational audits on Regional activities, co- 
ordinating the attendance of 80 Ministry women at Regional Delivery Workshops, 
preparing and circulating reports on: the implementation of Word Processing 
in the Ministry, a comparative study of Accelerated Career Development 
(A.C.D.) in the Ontario Public Service, and an A.C.D. Technical Assistance 
Package for managers. 


- 108 - 


Highlights of Ministry Affirmative Action Program (cont'd) 


Affirmative Action Representatives continued to be a source of program 
information to managers and the women they represented. Activities include 
30 meetings of area Representatives to plan activities and discuss concerns, 
96 meetings for local staff which featured presentations on Program informat 
guest speakers, films, etc., 24 workshops/courses arranged for a total of 
534 women. Additional activities of Representatives in conjunction with 
local management were: submitting material for 4 issues of the Affirmative 
Action Newsletter, field trips for women employees, the preparation of 
resource packages for female employees and the preparation of brochures 
and a poster for Secondary School students on careers in M.N.R. 


Women increased their proportion in the Junior Ranger summer student 
program to 44.0%. Female summer students and graduates were well 
represented in the seasonal unclassified staff as well. 


In keeping with the government-wide policy of limiting the use of 
‘credentialism' in job competitions, the Ministry approved a definition 

of required knowledge and skills for Resource Technician and Resource 
Technician Senior class levels that did not require graduation from an 
approved technical course. Also during 1981/82 the Ministry achieved a 
number of important 'first-evers' including the first female: Assistant 
Deputy Minister of Administration, Acting Director of the Office of 
Management Planning & Analysis, Supervisor of Manpower, District Manager, 
Mineral Resources Supervisor, Engineering Services Technician and Darkroom 
Foreman. 
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MINISTRY OF: NORTHERN AFFAIRS CHAPTER 24 
Total Number of Employees in the Ministry: 152 
Women's Share of Ministry Employment: 49.3% (75) 
Women's Share of Female OPS Employment: 0.3% 
Salary Distribution 
Women's average salary 1980/81: $16,296 
1981/82: $18,864 
An increase of 15.8% 
Men's average salary 1980/81: $28 .948 
1981/82: $31,345 


An increase of ‘Spey 


Women's average salary was 60.2% of men's in 1981/82 (compared to 56.3% 
in 1980/81), for a decrease in the wage gap of 3.9%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 0 

- Other ACDs: 6 

- Total number of initiatives undertaken -—— 
by Ministry women: 6 


- % of Ministry women this represents: 8.0% 

Inventories 

A Career Data Inventory form was initiated by the Affirmative Action 
Office for the purpose of identifying female staff who wished to pursue 


career development. All female staff are eligible to be included in the 
inventory. 


Allocation of Resources: Direct: $22,831 Indirect: $ -- 
Staff Training and Development 
- Number of partipants: PeOTRMEN. ots 3) 


# of Women : 46 


- Females as a % of total participants: 59.7% 
- Female participants as a % of Ministry females: 61.3% 


Women's participation in staff training and development was 59.7% -- an 
increase of 4.1% from last year. This figure is also considerably larger 
than their share of ministry employment, which was 49.3%. Women's share 
of dollars allocated for training was 54.1%. 


Of the women who participated in courses, there were 13% in Managerial/ 
Supervisory courses and 72% in Interpersonal/Personal courses. Fifteen 
per cent were enrolled in Technical/Professional courses -- a phenomenal 
increase considering that no one took Technical/Professional courses in 
1980/81. 
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Regional Delivery 


The Regional women were invited to participate in the career development 
workshops sponsored by the Regional Delivery Task Force, Affirmative Action 
Council. In Sudbury, Sault Ste. Marie and Thunder Bay, the women were 
encouraged to participate in the Interministerial Committees. 


Several staff members participated in the Communications Workshops 
sponsored by the Interministerial Committees in Thunder Bay and Sault 
Ste. Marie. 


Highlights of Ministry Affirmative Action Program 


The Ministry of Northern Affairs had a successful year (81/82) in 

human resources management. With a highly regionalized ministry, 
including 29 two-person offices, it is remarkable that eight per cent 
of the women (6) benefitted from accelerated career development. This 
represents almost twice the career development initiatives undertaken 
service-wide (4.8%). These figures as well as a 59.7% participation 
rate for females in the areas of training and development, have shown a 
commitment by the women to further their careers. These initiatives 


- would not have been possible without the support of the management, 


since for most training courses, the managers must incur the costs for 
travel and accommodation. 


With little opportunity for M.N.A. Regional Affirmative Action meetings, 
the Affirmative Action Coordinator focussed her efforts in the areas of 
leadership development and program policies and planning for small ministries. 


To assist Regional women in developing their leadership and effective 
meeting skills, the Affirmative Action Coordinator was the resource person 
for the Thunder Bay Interministerial Affirmative Action Committee on behalf 
of the Regional Delivery Task Force, Affirmative Action Council. In this 
role, she provided assistance in program planning and facilitated a two-day 
Communications Workshop for twenty-five interministerial participants. 


In an effort to provide the management and women in small ministries with 
more relevant policies and programming, several Affirmative Action Co- 
ordinators founded a Small Ministries Ad Hoc Committee. Our Coordinator 
was one of the founding members. 


As a result of discussions on ways to provide programs for senior management 
women, a luncheon series was initiated. The Ministry of Northern Affairs 
hosted the first Interministerial Small Ministries luncheon. Seventy- 

three participants representing nine ministries and central agencies 
attended. The Luncheon Speaker provided information necessary for the 
senior women's career development and the women had the opportunity to 

meet professional women from other ministries. 


This year, there were two significant career progressions for women: 
A Senior Policy Analyst became the first woman to hold the position 
of Executive Assistant to the Deputy Minister; and a Manager, 
Strategic Planning Secretariat was promoted to a Director, Financial 
Planning and Corporate Analysis, in a larger ministry. 


eras 


MINISTRY OF: REVENUE CHAPTER 25 
Total Number of Employees in the Ministry: Slr 

Women's Share of Ministry Employment: 39.9% (1,467) 

Women's Share of Female OPS Employment: 5.1% 

Salary Distribution 


Women's average salary 1980/81: $ 14,843 
1981/82: SPOS oay 
An increase of 13.4% 


Men's average salary 1980/81: $ 23,080 
1981/82: $ 2958/3 
An increase of 12.1% 


ee eee ee ee ee ee ee es ee ee ee eee eee 


Women's average salary was 65.0% of men's in 1981/82 (compared to 64.3% 
in 1980/81), for a decrease in the wage gap of 0./%. 


Accelerated Career Development Initiatives 


- Number of ACD initiatives under AAIF: 3 

~ Other ACDs: 48 

- Total number of initiatives undertaken 
by Ministry women: 

2 % of Ministry women this represents: Sey 


Inventories _ 


In the Ministry of Revenue two inventories of senior women are maintained 
The first is an informal inventory of women in the Ministry at level AM-1; 
and above who have expressed an interest in career advancement. 


The second inventory is a detailed skills inventory of women at an annua | 
salary level of $ 20,000. 


Inventory of Women in the Tax Auditor and Property Assessor Career Path 


An inventory is maintained of those women at all levels of the Tax Audito 
and Property Assessor career path (including feeder positions). These 
women are notified of upcoming vacancies and promotional opportunities in 
these key under-represented positions and are encouraged to apply to thes 
competitions. 


Allocation of Resources: Direct: $64,604. Indirects! $7,087 


Staff Training and Development 


- Number of participants: # of Men Shs 
# of Women : /6/7 


- Females as a % of total participants: 46 .6% 
- Female participants as a % of Ministry females: 52.3% 
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Staff Training and Development cont'd 


Women's participation in Staff Training and Development was 46.6% which 
significantly exceeds their Ministry representation (39.9%). 


Women's proportion of Staff Training and Development funds increased 
slightly. 
The Ministry increased its overall spending on Staff Training and 


Development by 13.9%. The increase for educational assistance for women — 
was 14.2% more than in 1980/81, while the increase for men was 13.7%... 


There was a Significant increase (61%) in the number of women taking 
Managerial/Supervisory courses. | 


The number of Office Services women taking courses in 1981/82 increased | 
by 71.7%. In 1981/82, 25.3% of women taking courses were in the Office . 
Services category while in 1980/81, these women represented only 16.8% — 
of women taking courses. | 


52.9% of the recipients of the Ministry Career Development fund ( Fund , 
for Employee Educational Development) were women. (In 1980/81 only 42% 
of the recipients were women). | 


: 
; 


Regional Delivery 


The Affirmative Action Program Staff participated in eight government- 
wide regional delivery days throughout the province as well as holding 
anformation sessions for managers and staff in twenty Ministry of Revenue 
regional offices. The Affirmative Action Program Manager gave | 
presentations on the program to area meetings of Regional Assessment 
Commissioners and Retail Sales Tax District Managers. 


Highlights of Ministry Affirmative Action Program 


The hire/promotion targets set by the Ministry were exceeded by 35.2%. 

In addition 80% of the hire/promotion targets were achieved through inte) 
Ministry promotion. One-third of the women winning competitions in the 
targetted classifications had received accelerated career development 
assignments or had benefitted from special bridging processes set up in 
the Ministry. 


Women won 1/3 of all competitions in under-represented classifications. 


The Ministry projected 30 planned accelerated career development assignm 
in fact 51 took place. 


Two significant classifications, Financial Adm. AM-17 and Program 
Analysis AM-17, were eliminated as under-represented classifications. 


As a result of the Revenue Career Advancement Program (RCAP), 10 women 
bridged from clerical positions to positions in the Tax Auditor and 
Property Assessment series. 


ie A 


Highlights of Ministry Affirmative Action Program 


As a planned career development move, a woman bridged from the Property 
Assessment Division to become a manager of Province of Ontario Savings 
OF fice. 


A three day conference for all the Ministry's Affirmative Action 
representatives was held in Toronto with the attendance of the Minister, 
Deputy Minister and senior Ministry managers at the opening session. A 
representatives’ manual was developed and bi-monthly meetings of the 
Affirmative Action Representative Advisory Council were begun. 


The Affirmative Action Program Manager presented information sessions on 
the Affirmative Action Program for senior Ministry managers; participated 
in the Ministry Career Development Workshops and visited twenty regional 
offices. 


A report on "Career Planning and Development" in the Ministry of Revenue 

was prepared in conjunction with the Staff Development and Training 

section. The report detailed the incorporation of Affirmative Action 
objectives into Ministry career development processes. Information sessions 
were held with all senior managers to brief them on the Affirmative Action 
component in the Ministry Career Planning and Development. 


An information package on Affirmative Action was prepared for new employees 
to the Ministry of Revenue. 


The Affirmative Action Program staff continued to provide career counselling 
facilities for Ministry employees and participated in the special training 
sessions for employees affected by the Ministry move to Oshawa. 


The Affirmative Action Program Manager was a member of the Regional Delivery 
Task Force and the Affirmative Action Program Assistant participated in the 
Research into Job Opportunities Task Force and Regional Delivery Task Force. 


Two women were promoted to Manager, Assessment Services, a senior position in 
the Property Assessment Division. 
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MINISTRY OF: THE SOLICITOR GENERAL CHAPTER 26 
Total Number of Employees in the Ministry: 5838 

Women's Share of Ministry Employment: 18.4% (897) 
Women's Share of Female OPS Employment: 3.1% 


Salary Distribution 


Women's average salary 1980/81: $14,824. 
1981/82: © $47,030 
An increase of 14.9% 


Men's average salary 1980/81<) .$235735. 
1981/82: $28,984. 
An increase of 22.1% 


Women's average salary was 58.8% of men's in 1981/82 (compared to 62.5% in 
1980/81), for an increase in the wage gap of 3.7%. 


Accelerated Career Development Initiatives . 
- Number of ACD initiatives under AAIF: 6} | | 
= oe Other ACDs: 15 
- Total Number of initiatives undertaken SS 

by Ministry women: 18 
=") % of Ministry women) this! represents: 2.0% 
Inventories | 


The Ministry has a Career Goal Inventory which includes women in the Toror 
area, by current classification, next classification, education, past 

experience, and request for on-the-job training. . 
The Ministry also has an Inventory of submissions from agency heads, , 
Managers and branch directors identifying on-the-job training experiences 
in their specific areas. . 


The Career Goal Inventory is used for planning accelerated career developn 
activities and notification of vacancies. The second inventory referred 1 
above is employed for Affirmative Action Branch planning. 


Allocation of Resources: Direct: $96,575 Indirect: $-- | 


Staff Training and Development 


- Number of participants: # of Men 2 (OF 
# of Women : 164 
- Females as a % of total participants: 36 .6% 


- Female participants as a % of Ministry females: 18.3% 
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Staff Training and Development (cont'd) 


Women's share of staff training and development was 36.6%, which greatly 
exceeds their representation (15.4%), but is a decrease from their share 


in 1980/81. ; | 


Se oe 


The actual dollars spent on both men and women increased substantially in 
1981/82 over 1980/81 amounts, with women's proportion of those funds 
increasing to 41% of the total dollars, which is greater than their 
numerical representation (36.6% of course attendance) . . 


Women's participation (actual numbers) and their participation rate in. 
Managerial/Supervisory courses have increased from 9.6% of participants 
in 1979/80, to 25% in 1980/81, to 28:78 IN ioe ec. 


The actual numbers of both men and women taking courses decreased slightly 
in 1981/82 from 1980/81. | 


Regional Delivery , . 


The Human Resources Development office, including the Affirmative Action 
Program Manager, visited regional offices. Ministry news packages were 

regularly sent to all district offices. A presentation on the Program was 
made to the 0.P.P. and the Personnel Services Branch. | 


Female employees of the Ministry attended Regional Delivery Days sponsored 
by the Affirmative Action Council. 


Highlights of Ministry Affirmative Action Program 


The 1981/82 Affirmative Action Program concentrated on Management Accounta 
and Accelerated Career Development activities for women. Branch Directors 
submitted Plans to the Deputy Minister identifying on-the-job training are 
as well as reporting Affirmative Action results at year end. Accelerated 
Career Development included on-the-job training, job rotation and second- 
ments. The Affirmative Action Incentive Fund was accessed for three on-th 
job training experiences. 


The Equal Opportunity Advisory Committee and Task Forces continued to addr 
problem areas and initiate activities to reflect or meet employee needs. 

continued to offer lunch-hour workshops and courses, including "Effective 
Speaking" and "Career Development" for women. Scanner, the bi-monthly | 
Ministry newsletter was published, as well as a Human Resources Deve lopmer 
brochure. The three libraries were replenished. | 


The data base was updated with the Annual Statistics Report being printed 
distributed. Close monitoring took place of competitions in under-represé 
classes and a post-audit of all competitions in the Ministry was conductet 
system was established to receive all competition data on an ongoing basis 


The Human Resources Development Advisor offered career, academic and perst 
counselling to women in the Ministry, as well as consultation to managers 
relation to staff and individual problems and complaints. She also visit 
regional offices. The Affirmative Action Program Manager was Vice-Chair | 
the Affirmative Action Council's Regional Delivery Task Force. 


Supe 


Highlights of Ministry Affirmative Action Program (cont'd) 


1981/82 was a breakthrough year for the Affirmative Action Program in 

the Ministry: a female manager was hired in Financial Services; 

a female statistician was hired by the 0.P.P.; a female office manager 
came aboard at the 0.P.P. Training Branch in Brampton, and a female 
engineer is now working at the Ontario Fire Marshal's Office, as well 

as first-time female Fire Safety Inspectors. The fiscal year closed 
with the appointment of a woman Metropolitan Toronto Police Commissioner, 
Jane Pepino. 
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MINISTRY OF: TRANSPORTATION AND COMMUNICATIONS CHAPTER 27 
Total Number of Employees in the Ministry: 10 ,003* 

Women's Share of Ministry Employment: 12.9% (1792)* 
Women's Share of Female OPS Employment: 6.3% 


Salary Distribution 


Women average salary 1980/81: $14,307. 
1981/82: $16,454. 
An increase of 15.0% 


Men's average salary 1980/81: $20,394. 
1981/82: $21,700. 
An increase of 6.4% 


Women's average salary was 75.8% of men's in 1981/82 (compared to 70.2% in 
1980/81), for a decrease in the wage gap of 5.6%. 


Accelerated Career Development Initiatives 
- Number of ACD initiatives under AAIF: 6 
61 


: 
: 
4 
| 
1 
. 


- Other ACDs: 
- Total number of initiatives undertaken 
by Ministry women: 67 
- % of Ministry women this represents: 3.7% 
Inventories 


A Career Development Inventory has been established in the Affirmative Actic 
Program office. This inventory indicates the career goals and/or interests 
of MTC women, their education and employment history. The inventory may be 
accessed to identify women for developmental opportunities and special 
assignments that would assist them in meeting their career goals. 


{ 


Allocation of Resources: Direct: $141,766 Indirect: $ - 


Staff Training and Development 


- Number of participants: # of Men : 5693 . 
# of Women: 1076 : 
- Females as a % of total participants: 15.9% 


= Female participants as a % of Ministry females: 60.0% 


The women's total share of staff training and development was 15.9% in 1981) 
Slightly less than their Ministry representation (17.9%). 


In 1981/82, women represented 14.2% of participants in internal (MTC and CSI 
courses as compared to 13.4% in 1980/81. Although the percentage of women 
enrolled in management courses (in relation to total enrollees in managemen’ 
courses ) dropped, from 15% in 1980/81 to 8.6% in 1981/82, there was a 


Significant increase in female enrolment for T.echnical/Professional Olea 
from 6% to 12.5%. 


In addition, of the 648 employees enrolled in external courses, 32% were wor 


* March 1982 IPPEB 237 statistics - includes LTIP employees 
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Regional Delivery 


The Ministry's network of Regional Affirmative Action representatives 
includes 5 Council Members and 34 Unit Representatives in the regional 
and district offices. The Network provides a communication and infor- 
mation dissemination system for the Program and related staff concerns. 


In addition, a communication link has been established with each region 
via an Affirmative Action Regional Coordinator. The Coordinator acts 
as the Affirmative Action management liaison for each Region. (note: 

- not all coordinators are responsible for other human resource 


ranagement functions) 


Highlights of Ministry Affirmative Action Program. 


The Ministry Affirmative Action Council introduced a newsletter under 
the logo "Working Together." Three issues were published in the fiscal 
year with the purpose of increasing the awareness of the Affirmative 
Action Program and to disseminate information to all employees. 


The Program implemented new accelerated career development initiatives, 
promoted as "Affirmative Action Opportunities." These opportunities, 
which were open to Ministry women, consisted of training assignments 

in underrepresented areas, to help them become better qualified to 
compete for positions. 


Affirmative Action branch and division plans were developed by Ministry 
managers to increase management accountability for achieving Affirmative 


Action plans. 


A Data Base Guide was developed for the purpose of standardizing the 
collection, display and analysis of data. 


Breakthroughs: 


Branch Director 

Review Officer 

Inspector, Signs and Bldgs. Permit 
Employment Standards Auditor 
Purchasing Officer 

Hwy. Equip. Oper. 3 
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MINISTRY OF: TREASURY AND ECONOMICS CHAPTER 28 
Total Number of Employees in the Ministry: 367 
Women's Share of Ministry Employment: 50.1% (184) 
_ Women's Share of Female OPS Employment: 0.6% 


_ Salary Distribution 


~ Women's average salary 1980/81: $19,822. 
1921/82: $22 5356. 
An increase of 12.8% 


Men's average salary 1980/81: $29,755. 
1981/82: $32,863. 
An increase of 10.4% 


Women's average salary was 68.0% of men's in 1981/82 (compared to 66.6% in 
1980/81), for a decrease in the wage gap of 1.4%. 


Accelerated Career Development Initiatives 
- Number of ACD initiatives under AAIF: -- 


_- Other ACDs: 12 
.- Total number of initiatives undertaken —__ 
by Ministry women: i 
= * Of Ministry women this represents: 6.5% 
Inventories 


The human resources inventory for all ministry employees is comprised of: 


- employee name, sex, classification, date of classification 
appointment, branch 


all of which is categorized by occupational module and classification so that 
feeder groups for all vacancies are easily identified. 


It is accessed regularly by the A.A.P.M. to notify women of career opportunities 
and to assist in planning accelerated career development opportunities. 


Allocation of Resources: Direct: $24,983 Indirect: $ - 


tat f Training and Development 


- Number of participants: Prone Hens e veel D5 
# of Women : 130 
7 Females as a % of total participants: 55.3% 


= Female participants as a % of Ministry females: 70.7% 
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Staff Training and Development (cont'd) 


Over the past three years, there has been a continued increase in the numbers 
of women taking courses of a Technical/Professional nature: in 1981/82, 80% 
of courses taken by women were Technical/Professional; in 1980/81, 69.2%; 

and in 1979/80, 61.8%. 


Notably, 47% of the women taking Technical/Professional courses in 1981/82 
were from the Office Services Category, compared to 9.8% in 1980/81. 


Highlights of Ministry Affirmative Action Program 


The Affirmative Action Program in Treasury and Economics was restructured to 
include a full-time program manager. Meetings were held between 

the A.A.P.M. and all branch directors to discuss continued commitment and 
program strategies. Information sessions were held with women across the 
Ministry to review program objectives, current issues and related activities. 


A new Affirmative Action Advisory Committee was elected with representation 
from each division of the Ministry. The Committee meets every two months to 
discuss and identify needs relating to the development of the potential of 
female staff. In addition, members of the Committee assist in developing 
and maintaining lines of communication pertaining to equal opportunity 
programs between all levels of staff and the Affirmative Action Program 
Manager. 


The Ministry sponsored three "Women in Business" luncheon seminars which 
focussed on the challenges facing women in the business environment. 
Overall, there was approximately 80% participation by ministry women. 


Whereas it iS not always practicable for small ministries to run career 
development workshops for a limited number of employees, one of the larger 
ministries was approached and two Treasury women attended career development 
workshops conducted by the Ministry of Consumer and Commercial Relations. 
(Career counselling to all women was provided as requested/required, 
initiating talks with managers, etc., regarding developmental moves.) 


It is important to note that many of the under-represented classes in the 
Ministry have small populations and low turnover rates which make it difficult 
to set targets. In the absence of priority formula targets, the Ministry 
continued its commitment to the program by setting and meeting 2 non-formula 
targets at the PM-19 (Econ. and Stats.) level. 


One woman was hired at the PM-21 (Econ. and Stats.) level, historically 
a male-dominated class in the Ministry. One woman was promoted from 
Clerk 5 General to Management (Personnel Administration AM-17). 


Reclassifications increased ministry and service-wide representation of 
women in the following under-represented areas: 


- One woman was reclassified to Financial Administration 
AM-18; and one woman to Purchasing Officer 3. 


In addition, there was another unreported promotion, One woman to 
Assistant Director, General Administration-22, in 1980/81. 
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THE LIQUOR CONTROL BOARD OF ONTARIO CHAPTER 29 


Agency Description 
Total Number of Employees: 3,506 


Women's Share of Board Employment: 8.2% (288) 

Occupational Characteristics 

Women's share of store employment: 4.7% (an increase of 1%) 

43.8% of total female employees are in the store system (an increase of 1.9%). 


3.2% of total female employees in the store system are in Management positions 
(an increase of .5%). 


13% or 22 women are in Management positions in Head Office (an increase of 
7 women or 46.7%). 


31 more women are employed by the Board than in 1980/81 although the total 
number of employees has decreased. 


Salary Distribution 


Women's Salary Distribution in 1981/82: 1) .35% - $12,000 
4) 4.86% - $14,000 
4) 11.81% - $16,000 
7) 23.26% - $18,000 
H 28.13% - $20,000 
1 


31.60% - over $20,000 


(288) 100 % 


In 1981/82 women decreased their representation in the below $18,000 salary 
ranges and increased representation in the $20,000 and over salary range. 


Outline of 1981/82 Action Plans 
Executive Policy Commitment and Involvement 


During 1981/82 the Chairman and General Manager continued to support the 
program and communicate goals and objectives, including year end results, 
via memorandum to all employees. 


The re-organization of the Administrative function within the Liquor Control 
Board of Ontario during 1982 resulted in a changed reporting relationship 
for the Program Manager. She now reports directly to the Assistant General 
Manager. Personnel Administration Division. 


Assignment of Responsibility 


The L.C.B.0.'s full-time Program Manager is responsible for ptanning, developin 
and co-ordinating the Affirmative Action Program. 


She meets regularly with the Assistant General Manager of Personnel Administra 


and communicates issues of concern, problems and recommendations to ensure pos 
results are achieved. 
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Allocation of Resources: Direct: $32,000 


The Program Manager developed and administered a separate budget. 


Clerical assistance was provided when required. 


Information Systems 
Staff Training and Development Statistics 


12 women participated in Management Development Workshops. 

A total of four Career Development Workshops were conducted (in-house). 
Sixty-eight (68) women participated in Career Development Seminars 
throughout the province. 

25 women attended Professional Development Seminars. 

18 women took advantage of the Financial Tuition Assistance Program. 


Recruitment, Selection and Promotion 


The Program Manager continued to monitor competitions in under-represented 
areas and a post audit of all competitions was conducted. 


13 women were promoted during the fiscal year. 


As part of outreach recruitment, posters were designed and displayed in all 
outlets to increase female awareness and rate of application. 


Breakthroughs 


30 women were hired in non-traditional positions e.g. retail, Warehouse and 
bottling. 


The number of female store clerks increased in outlets from 106 in 1980/81 
to 126 in 1981/82. (An increase of 18.8%) 


Regional Program Delivery 


The Program Manager visited several districts throughout the province and 
delivered program at Supervisors, Managers and Assistant Managers meetings. 


Information on Affirmation Action Program was included in new Employee's 
Orientation Kit. 
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NIAGARA PARKS COMMISSION CHAPTER 30 


Agency Description 


Total Number of Employees: 244 
Women's Share of N.C.P. Employment: 25.0% (61) 


Occupational Characteristics 


Number of Women As A % of Women in 
Occupational Women in |% of Category/ Agency This 
Module/Category Category/ Module Represents 


Module 


Administrative Module 
Clerical Module 
Operational Module 
Professional Module 
Technical Module 

Admin. Services Category 
Clerical Serv. Category 
General Op. Serv. Cat. 
Maintenance Serv. Category 
Office Serv. Category 
Operational Services Cat. 
Scient. & Prof. Serv. Cat. 
Technical Serv. Category 
Retail Manager 

Retail Sales Clerk 
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Summary of Occupational Changes 


Women's representation increased by 1.5% in the General Operational 
Services Category, from 13.3% to 14.8% in 1981/82. 


Women still have no representation in 7 categories/modules. 


Salary Distribution 


Below $9,000 
$ 9,000 - $14,999 


$15,000 - $26,999 
$27,000 - and over 


Totals 
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In 1981/82, the total of classified employees decreased to 244 from 
247 the previous year. However, the number of women in the agency 
has increased to 61, from 60 the previous year. 


Due to cyclical pay increases, 8 women have moved out of the $9,000.00 
- $14,999.00 range into the $15,000.00 - $26,999.00 range. 


There is still one woman in the $27,000.00 and over salary bracket. 


Outline of 1981/82 Action Plans 


Assignment of Responsibility 


The Women's Co-ordinator is a part time position combined with her 
regular job duties as Manager of the Queenston Heights Restaurant. 


The Women's Advisory Committee meets once a month during the off 
season, to discuss any areas of concern which may exist. 


Management Participation and Accountability 


The Women's Co-ordinator (A.A.P.M.) reports directly to the General 
Manager of the Niagara Parks Commission. 


The General Manager provided full support and involvement in the 
program by the review of all Affirmative Action reports, e.g. Annual 
Report. 


The Women's Co-ordinator held meetings with the Management Committee 
whenever it was necessary during the year. 


Information Systems 
Staff Training and Development 


All permanent employees are encouraged to take courses at Universities, 
Community Colleges, etc. Requests for educational assistance are 
reviewed by the General Manager and are financially assisted in 
accordance to the relation of the course to the applicant's current 

job position. 


Out of a total of 42 courses attended, 40.5% were taken by women, and 
59.5% were attended by men. 


Women's share of the training dollar was 37.4% ($1644.00) while men's 
share was 62.6% ($2753.00). 


Breakthroughs 


1. In 1981/82 a female was hired permanently to become the first female 
Assistant Pastry Chef. 


2. A female Assistant Manager was promoted to Manager in the Food 
Services Department. The job was previously held by a male, who 
was transferred to another food outlet. 


3. A female supervisor was promoted to Manager in the Food Services 
Department. The position was previously held by a male who retired 
from the Commission. 
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Breakthrough (cont'd) 


4. A Retail Management Trainee Program has been started with three — 
female employees promoted to the program. 


5. Two female gardeners were hired to the permanent staff. One 
was hired aS a grower at the greenhouse, the other as a gardener 
at the Oakes Garden Theater. This is a first in this area. 
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TV ONTARIO CHAPTER 31 


(Ontario Educational Communications Authority) 
Agency Description 


Total Number of Employees: 402 
Women's Share of Agency Employment: 51.5% (207) 


Occupational Characteristics 


The breakdown of category and salary bands is unique to this Agency 
due to the Personnel and Payroll Systems in effect at TV Ontario. 


By-Law Salary 
Level* 


1 4 100 ‘ 4 Eso 
Z 6 sloped 1 14.3 7 DRT 
3 16 84.2 3 ikovene! 19 4.7 
4 7 70.0 3 30 .0 10 210 
5 30 63.8 17 30a 47 Ll, 
6 8 97 «1 6 42.9 14 deo 
7 10 66.7 5 SS) 15 Sad 
8 4 40.0 6 60 .0 10 rae 
9 4 15.4 (phe? 84.6 26 ae) 
10 2 Cease 7 1128 9 Cae 
i “ = 2 100.0 Z Oeo 
12 2 50.0 2 50.0 4 1.0 
13 2 - 5 100.0 3 Ory 
14 = = 20 100.0 20 ot) 
15 = - 13 100 .0 13 3.2 
16 = = = = 2 = 
U7 102 Ses 97 48.7 199 49.5 


TOTAL 195 48.5% 207 51.5%} 402 100% 


* Salary Level Description 


1) Executive Management 10) 


11) Officer/Professional 
12) 


Senior Management 
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13) 
ea Admin./Secretary 
16) 
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17) Bargaining Unit 


) 

) 

) 

) 

Middle Management 
) Supervisory/Professional 
) 
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** Tncludes 3 secondments 
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Salary Distribution 


Women's average salary was $22,043 compared to $19,987 in 1980/81, 
for an increase of $2,056 (10%:3%)e 


Men's average salary was $30,051 compared to $26,644 in 1980/81, 
for an increase of $3,407 (12.8%). 


Women's average salary in 1981/82 was 73.4% of men's 
compared to 75% in 1980/81, for an increase in the wage gap of 1.6%. 


Outline of 1981/82 Action Plans 


Assignment of Responsibility 


Reorganization within the Personnel Resources Branch placed 
responsibility for HRD and affirmative action with the Manager, 
Personnel Planning and Development, and a Human Resources 
Development Officer. (Prior to this reorganization, the Manager's 
position was vacant for seven months and the HRD officer spent a 
majority of her time dealing with recruitment). 


One of the objectives of the restructuring is to enable more 
concentration on human resource planning considerations, as well 
as training and development. This emphasis continues to include 
the development of women at TV Ontario to assume increased 
responsibility and/or to prepare for career moves into new disciplines. 
The HRD officer continues to serve as the Women's Advisor and 
represents TV Ontario as an associate member on the Affirmative 
Action Council. 


Allocation of Resources 


ES, 


Direct Indirect 
Salaries and Benefits $ 7,700 $ - 
Transportation & Communications 
Services 8,000 1,700 
Supplies & Equipment ) ae 
$15,700 $ 1,700 


Management Participation and Accountability 


Managers were asked to review the salaries of 25 employees at 

mid-year (18 or 72% of whom were women) and, if appropriate, recommend 
salary increases to better reflect the midpoint orientation of the 
salary range for competency in the job. All 25 employees received an 
increase to move them closer to the midpoint. 


Information Systems 
Staff Training and Development 
During 1981/82,°11 women were financed by TV Ontario to participate 


in courses offered at educational institutions. Women spent 47% of 
the money allocated for the educational assistance program. 
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Staff Training and Development (cont'd) 


In addition, numerous women in management attended two special half-day 
seminars with experts in the fields of computers and education. 


Secondments 


All five opportunities for on-the-job training were filled by female 
employees. 


Recrui tment 


Of the 47 new hires during 1981/82, 29 (62%) were women. The latter 
filled bargaining unit, administrative/secretarial, officer level, 
and professional/supervisory level positions. A total of 23 
positions were filled internally; 16 (69.6%) of these also went 

to women, five of which were in middle management levels. 


In addition, 24 long-term contract staff were offered staff positions; 
19 (79.2%) of these positions are held by women. 


Breakthroughs 


Actions were taken by Personnel and the Maintenance section of the 
Operations Branch to explore the possibility of an industry-wide 
apprenticeship program for electronics technologists to meet the 
dearth of qualified personnel. As plans are finalized, an outreach 
program in high schools will begin. The Women's Advisor will 
participate in this process to ensure that both male and female 
students will be informed of this unique opportunity. In this way, 
the traditionally male-dominated technical area should begin to be 
able to hire qualified female technicians as the three-year program 
gets underway. 
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THE WORKMEN'S COMPENSATION BOARD CHAPTER 32 


Agency Description 


Total Number of Employees: 3,045 
Women's Share of Board Employment: 64.6% (1,968) 


Occupational Number of Women as as % of all Women 


Scale Women % of Scale Employees 


1980 1981 


Clerical 
Industrial 
Treatment 
Management 

& Senior Admin 


Summary of Occupational Changes from 1980 to 1981 


Women's share of employment at the W.C.B. has been steadily increasing since 
1976. This trend continued during 1981. 


Se 


1980 - 64.1% of Board employees were women 
1981 - 64.6% of Board employees were women 


During 1981, there was an increase of 79 employees at the Board. Of these, 
79, 83.5% were female and 16.5% were male. 


: 
Women's representation in the Management and Senior Administrative Scale has . 
been steadily increasing since 1976. This trend continued during 1981. : 
| 
| 
| 


1980 - 36.0%0f Management and Senior Administrative Scale were women 
1981 - 38.1%0f Management and Senior Administrative Scale were women 


Outline of 1981 Action Plans 


Executive Policy Commitment and Involvement 


The Equal Opportunity Action Plan for 1981 was presented to Management 
Committee by the Equal Opportunity Co-ordinator and passed on March 18, 1981. 
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Assignment of Responsibility 


The full-time Equal Opportunity Co-ordinator reports to the Vice-Chairman 


of Administration and General Manager and to the Executive Director of the 
Human Resources Division for program guidance. 


_ Direct support staff consists of one full-time Program Assistant. One full- 


time temporary typist was hired as of March 20, 1981; prior to this date, a 
part-time typist was shared with Legal Branch. The Human Resources, 


Communications and Vocational Rehabilitation Divisions have all contributed 


| 
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Staff throughout the year as direct support on various projects. 


The Equal Opportunity Co-ordinator attends Employment and Staff Development 
Branch meetings to keep members of the Division up-to-date on program 
activities. These meetings are held bi-weekly. 


Both the Equal Opportunity Co-ordinator and Program Assistant have been 
active members of the Affirmative Action Council. Both Co-ordinator and 
Assistant were members of the Task Force for Professional Development of 


Affirmative Action Program Managers. 


Allocation of Resources 


Direct Indirect 
Salaries & Wages $21,000 $27,000 
Employee Benefits 2 5800 3,700 
Transportation & Communications 1,000 1,500 
Services 7,000 
Supplies & Equipment 13,900 
TOTAL $45, 700 $32,200 


(from the Executive Director's Budget in Human Resources Division) 


Management Participation and Accountability 
The following items represent general program activities. 


- Executive directors and directors assisted in program planning 
and implementation by making suggestions and recommendations to the 
Equal Opportunity Co-ordinator. 


- The Equal Opportunity Co-ordinator presented the "Human Rights in 
Employment Workshop" to cver 100 supervisors and above from all 
divisions of the Board. 


- Presentations on the Equal Opportunity Program were made during meetings 
of the administrators of the Claims Information and Counselling Services 
Branch and of the supervisors of the Vocational Rehabilitation Division. 
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Information Systems 


Staff Training and Development Statistics 


Of the total female employees, 36.6% (721 women) participated in staff 
training and development courses in 1981. 


Re-evaluation of Existing Staff Policies, Practices and Procedures 


The Equal Opportunity Co-ordinator remained an active member of the 
Personnel Policy Committee. The committee is active in the development 
of the new policies as well as in the process of updating and revising 
existing policies. 


Regional Program Delivery 


A seminar on “Human Rights in Employment" was presented to the staff of 
the Sudbury Regional Office and the London Regional Office. 


The Equal Opportunity Co-ordinator visited the Windsor Office where a 
session on "Human Rights in Employment" was presented to area office 


: 


administrators in co-operation with the Claims Information and Counselling © 


Services Branch of the Claims Division. 
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GENERAL POLICY 


BOLIGY 
Affirmative Action Program 


Policy 

Intent: Equal opportunity for women Crown employees is the policy of 
the Ontario Government. In order to accelerate the rate of 
improvement in women's occupational status, the Ontario 
Government has also approved a policy of Affirmative Action 
for Women Crown Employees. Ministries are therefore 
directed to continue their Affirmative Action programs. 

Authority 

References: Management Board Minutes of February 12 and March 4, 1980. 


Cabinet Minutes of February 20 and March 12, 1980. 


Definitions: 


“Equal 
Opportunity” Equal Opportunity is the policy of the Ontario Government. 
It involves equality of access to all positions, and to 
training, promotional, and developmental opportunities 
| Tegardless of race, creed, colour, age, sex, marital status, 
| nationality, ancestry, or place of origin. 
“affirmative 
Action” Affirmative Action is a results-oriented approach to 
| increase the utilization of women in the work force. It 
involves: 
- policy review and modification to eliminate systemic 
barriers to women's advancement; and 
« planned, measurable results for achieving improvements 
in women's participation in staff development and in 
their occupational distribution. 
“Systemic 
Barriers” Systemic Barriers refer to policies and practices which in 
themselves, or through inappropriate application, disadvan- 
tage certain groups in the work force. 
“Numerical 
Planning Numerical Planning Targets refer to minimum targets for 
Targets” improving women's representation in under-represented cate- 


gories, modules and levels which are planned by the ministry 
aud approved by Management Board. 
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POLICY 


Affirmative Action Program 


» GENERAL POLICY (continued ) 


Definitions: (continued) 


“Accelerated 
Career 
Deve lopment” 


“Under- 
represented 
Category, Module 
or Level” ° 


Applicability: 


Corporate 


Goal: 


Corporate 
Objective: 


Ministry 
Objective: 


4-50-2 
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Accelerated Career Development refers to direct career 
development activities aimed at increasing the pool of 
qualified women within the Ontario Public Service by such | 
means as: 
. on-the-job training, job rotations and secondments; or 
. full sponsorship of special staff development 

programs. 


Refers to any category, module, or level where women make up 
less than 30% of the population. 


This policy applies to all ministries and to agencies, 
boards and commissions subject to Management Board policies, 
unless otherwise directed by Management Board. 


The corporate and long-term goal of the Affirmative Action 
Program is to achieve equal opportunity for women Crown 
emp loyees- 


The achievement level of this goal is that representation by 
women, in all modules and categories, reach a minimun of 30% 
by the year 2000. 


The long-term objective of the Affirmative Action Program is 
to raise the level and diversify the occupational distribu- 
tion of women Crown employees as tangible evidence of their 
obtaining equal opportunity. 


The planned achievement level of this objective will be 
determined by Management Board and communicated to all 
deputy ministers. 


The long-term ministry objective for the Affirmative Action 
Program is to raise the level and diversify the occupational 
distribution of women according to numerical planning 


seine developed by the ministry and approved by Management 
oard. 
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> GENERAL POLICY (continued) 


POLICY 
Affirmative Action Program 


Affirmative 
Action A centrally monitored Affirmative Action Incentive Fund has 
Incentive been established by Management Board and is available to 
Fund: ministries: 
- to encourage achievement of the program objective; and 
- to assist managers in providing accelerated career 
development for women. 
Criteria for accessing the fund and admintstrative 
procedures are available from the Women Crown Employees 
Office, Ministry of Labour. 
Resource 
Allocation: Resources allocated by ministries to the Affirmative Action 


Program should: 
a) be clearly identified; and 
b) relace to: 
- the size of che ministry; 
- the proportion of women in the ministry; 
- vregional organization; 
- ministry characteristics; and 
- results achieved. 
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m MINISTRY IMPLEMENTATION REQUIREMENTS 


POLICY 
Affirmative Action Program 


Basic 
Essentials: The following basic essentials are required of all 
ministries: 

. an Affirmative Action Program Manager, appointed by 
the ministry; 

. a comprehensive data base; 

. systems to ensure management accountability, which 
shall include tying affirmative action results to the 
ministry's performance appraisal system; 

. review and monitoring of both personnel and management 
policies and procedures; 

. vegional delivery. 

Ministry 

PriomiucLesis In order to increase the pool of women qualified to compet 
for positions in the Ontario public service, all ministrie 
must undertake accelerated career development in che form 

OL: 

. on-the-job training, job rotation and secondments; or 

. full sponsorship of special staff development 
programs. 

Choice of 
Priorities: Ministries mist choose a minimm of 2 priorities from the 
following: 


a) Priorities to raise the level of the occupational 
distribution of women, i-e. initiatives to get more wor 
iLfQheleye 
lL. executive positions (Program Executive Plan and 

Senior Compensation Plan); 
2. middle management (any under-represented modules); 
3. entry level management positions. 


b) Priorities to diversify the occupational distribution ¢ 
women, i.e. initiatives to get more women into: 


l. skilled and semi-skilled trades and services; 
2. technical specialist positions; 
3. professional specialties. 


Criteria for 


Choosing Ministries must ensure that the priorities they choose: 
Priorities: relate to ainistry proolems (see “Criteria for 
Identifying Problems” in this Section); 
- are vealisctic in quality and quantity; 
* pctogress from che current stage of the ministry's 


Atrirmative Action development and the results 
achieved to) date: 
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MINISTRY IMPLEMENTATION REQUIREMENTS (continued) 


POLICY 
Affirmative Action Program 


Criteria for 


Choosing - take advantage of special conditions and opportunities 
Priorities: for raising and/or diversifying the occupational 
(continued ) status of women. (For example, expected high turnover 


in any level of any under~represented category or 
module which would provide great potential for 
increasing the number of women. ) 


Criteria for 


Identifying A problem exists where: 
Problems: - little or no increase in women's representacion over 


the last three years in any under-represented cate- 
gory/module/classification level has taken place; 

* mo women or very few women are in a level of a cate- 
gory/module/classification level; 

+ mo or very few immediate potential female candidates 
exist for any level in an under-represented category 
or module; 

+ women have not been hired in proportion to their 
availability over che laste three years in a level of a 
category or module. (Availability here refers to 
internal availability, which {ts women at the level 
directly below the vacancy, and external avallability, 
which {ncludes the numbers of women available from the 
private sector and in proportion to their graduate 
tatlos. Data on availabilities are provided by the 
Women Crown Employees Office. ) 


teporting 
Systems and Management by Results Reports (MBRs): 
?rocedures: + should be submitted to the Women Crown Employees Office 
on December lst of each year for analysis; and 
- will be formally reviewed and approved by Management 
Board at the ministry's estimates review and approval 
process. 
A brief semi-annual status report: 
| - should be submitted to the Women Crown Employees Office 
| on September 30th of each year; 
- will form the Affirmative Action Section of the General 
Management Report cto Cabinet; and 
| » will be reviewed by the Civil Service Commission and 
| Management Board prior to Cabinet. 
| 
| Year-end reports on results achieved should be submitted to 
the Women Crown Employees Office on April 30th of 2ach year 
| for compilation of the Annual Report on the Stacus of Women 
| Crown Enployees. 
| 
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Affirmative Action Program 


» MINISTRY IMPLEMENTATION REQUIREMENTS (continued) 


Corporate 

Monitoring and The corporate monitoring and evaluation process includes: 

Evaluation: . the Annual Report on the Status of Women Crown Emp loy- 
ees which is tabled in the Legislature; 

the Affirmative Action Program Section of the Manage- 

ment Board's General Managemenct Report; and 

year-end and periodic status reports prepared by the 

Women Crown Employees Office for Management Board. 


Ministry 


Evaluation and Ministries are required to maintain their own systems of 
Modification: {nternal evaluation and modification. For assistance, see 
the WCEO Technical Assistance Paper “Ministry Internal 


Evaluation”. 
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AFFIRMATIVE ACTION PROGRAM DIRECTIVE: 
Excerpt from Manual of Administration 


CHAPTER I 


INTRODUCTION 


The fiscal year 1982/83 has been one of continued improvement for women in the 
Ontario Government. In October 1982, the inflation Restraint Act was 
introduced, limiting the compensation of public servants, and restricting the 
development of any new compensation initiatives. There were fears that these 
measures could have a negative impact on the progress of women, or, at best, 
that the status quo would be maintained. The figures for the full year show, 
however, that women have decreased the Wage gap by a further 2.2%, the laryest 
Single decrease ever. inflation Restraint measures did not take effect until 
part way through the 1982/83 fiscal year. There was a low income protection 
provision and a high earnings ceiling in the legislation, which should be 
helpful to women in view of their Superior numbers in lower level salaries. 
The factors affecting average Salary data are, however, so complex that it is 
difficult to determine the specific impact of control measures. Suffice it to 


Say that in this jurisdiction we are encouraged that the wage gap continues to 
decrease. 


Three years of numerical target-setting and timetables have now been collected 
and analyzed, and at time of writing, an increased focus on corporate 
objectives for the government's Affirmative Action Program is being developed 
for implementation in the 1984/85 fiscal year. 


The climate of restraint with all its conconmmitant effects on human resources 
planning and management, continued to impinge upon the rate at which 
Ministries could hire and promote women in under-represented areas. Our 
‘Studies have shown, however, that the targetting concept provides an 
invaluable tool in assessing the possible, and determining where additional 
initiatives will be necessary if the corporate goals are to be achieved over 
‘the next 17 years. The Report on fiscal year 1983/84 will detail the 
conclusions of our analysis of the results of the quantified planning concept 
used since 1980, and the initiatives wnich wiil be undertaken to strengthen 
the achievement of results. 


At time of writing, a further significant change has taken place. The 
Honorable Robert Welch, Deputy Premier of Ontario, was appointed Minister 
Responsible for Women's issues on May 17, 1983. This was followed by the 
establishment of the Ontario Women's Directorate and the appointment of Glenna 
Carr as its Executive Director. The transfer of the Women Crown Einployees 
Office and the Women's Bureau from the Ministry of Labour to tne new 
Directorate then took place. 


The impact of these Chanyes on the Government's Affirmative Action Prograi 
will be reported in the 1983/84 Report, but coupled with the growing strength 
of the program and documented steady improvements in OPS women's status, the 


impact Cannot but be positive. 


CHAPTER 2 


CORPORATE ACTiVITIES: 


THE WOMEN CROWN EMPLOYEES OFFICE 


The Women Crown Employees Office (W.C.E.0.) was established in April, 1974, t 
implement those recommendations of the 1973 Green Paper "Equal Opportunity for 
Women in Ontario: A Plan for Action" which related to improving the status of 
women employed in the Provincial Government. 


During 1982/83, the W.C.E.0. had a staffing complement of seven: a director, 
three program development officers, a program assistant and two support 

staff. in addition, three women from ministries obtained career development 
experience at a corporate level through six-month placements with the Branch. 


The major responsibilities of the Women Crown Employees Office are: 


I. Proyram Development and Co-ordination 
{I. Research, Monitoring and Evaluation 
ill. Information and Education 


related to the Affirmative Action Program. While the W.C.E.0. has been 
designated to carry out these functions, the Office works closely with the 
Civil Service Commission and its staff, and the Management Board Secretariat) 
and its staff. These central agencies have primary responsibility for x 
policies and programs which affect all employees. 


This chapter will report on the activities of the W.C.E.0. and those other 
areas Of Government which contributed toward the Affirmative Action Program — 
during the 1982/83 fiscal year. j 


1. PROGRAM DEVELOPMENT AND CO-ORDINATION } 


A number of projects were undertaken relating to the planning and reporting 01 
Affirmative Action initiatives and results across Government. { 


; 

These include: 3 
- detailed examination of hire/promotion target methodology in response to — 
the 1931 Report of the Provincial Auditor, and review by the Standing § 
Committee on Public Accounts. The results of the 1982/83 fiscal year are 

to be included in this project before final modifications to the 1 
methodology are completed. A secondary objective of this project is to. @ 
computerize the hire/promotion target process service-wide, thereby 6 
eliminating the time-consuming manual calculation of targets by ministry — 
Staff. This project will be completed during 1983/84; , 


ae 


- review of the corporate goal of a minimum of 30% female representation in 
all modules and categories by the year 2000. This review was also in 
response to the Provincial Auditor's observations, and final conclusions 


rely upon the analysis of three full years of results. A response will be 
prepared in 1983/84; 


- development of a planning mechanism for small ministries, where few if any 
targets are statistically possible. This is an interim measure pending the 
outcome of the study of the 30% goal and target methodology; 


- the Affirmative Action Incentive Fund remained at $300,000 and was 
administered by the W.C.E.0. on a contingency basis, to cover planned 
accelerated career development initiatives in ministries where funds were 


not immediately available. The allocation process was modified to allow 
for extra support to small ministries. 


- the examination and improvement of the data bases used by the W.C.E.O. 
This project involves improving existing computerized data, determining 
future needs and computerizing manual data collection and reporting as far 
as possible. The objectives include reducing human resource requirements 
on routine tasks in order to transfer them to more interesting and 
essential analytical work. it is also necessary to speed-up the time-frame 
on reporting so that program modifications are more immediately responsive 
to changes in the workplace (such as hiring freezes and reorganizations) 
Another aspect of this project is the provision of additional timely, 
Comparative data to ministries on a corporate basis. 


The Ministries continued to implement and report on the major elements of the 
\ffirmative Action Program by setting annual numerical planning targets, and 
iIndertaking accelerated career development initiatives to develop, hire, and 
yromote women into under-represented occupations. 


he W.C.E.0. reviewed ministry plans which were then approved by Management 
Soard of Cabinet. Ministries chose program priorities in order to maximize 
‘esults, and continued to maintain the basic elements of the program as 
lefined in tne 1980 Affirmative Action Directive. 


lanagement Board of Cabinet reviewed ministries' progress in achieving 
umerical targets twice during the fiscal year: at September 30, 1982, and 
march 31, 1983. 


Orporate Issues 
he W.C.E.0. followed up on the January 1982 Corporate Issues Report with the 
ivil Service Commission and Management Board Secretariat. 


ome items which were also the subject of collective bargaining were concluded 
hrough the process of arbitration, and the benefits later extended to the 
anagement and excluded groups of employees. 


The gains for women enployees during the 1982/83 fiscai year included: 


Paid Maternity Leave: 17 weeks' leave of absence with 93% of pay for 
eligible employees, plus an optional additional 6 months unpaid leave-of- 
absence. 


VDT Operators: Eye examinations and rest breaks for operators of video 
display terminals, and the right to transfer (on request) to another job for 
pregnant VDT operators. 


Sexual Harassment: The publication of a policy in the Ontario Manual of | 
Administration, which reflects the new Human Riyhts legislation and provides | 
means of handling any such situations within the Government. 


The WCEO also pursued other issues such as permanent part-time employment, the 
new classification system for clerical and office services workers (later 
stalled due to Inflation Restraint Act limitations), improved developtiental 
opportunities for women aspiring to executive positions, sex stereotyping, an 
day care needs of OPS eniployees. 


Administration Support Group 


The technical work on this new classification system for clerical and office 
services jobs in tne OPS was completed by the Civil Service Commission staff 
with input from the W.C.E.0. The Inflation Restraint Act precludes 
implementation of the plan at this time. 


Experience ‘82 


The W.C.E.0. again participated in the Untario Youth Secretariat's Experience 
program, by providing summer employment for five students in various ministry 
Affirmative Action offices. These placements provided the students with 
direct experience in the Affirmative Action field through their projects 
relating to Affirmative Action research, education, publicity and program 
development. 


in addition to their empioynient experience, tne students were yiven additiona 
special training; two two-day workshops were arranged for these Experience ‘8; 
students as well aS any other students working in Affirmative Action 

offices. The first was held at the start of their employment, and provided a 
Orientation to the Affirmative Action Program in the Ontario Public Service, 
structure of the Ontario Government and a broad range of issues relating to 
women in the workforce. Mid-summer, a career- and life-planning workshop was 
presented by two women from different ministries who had started their 
employment with the OPS in a previous year's Experience program. 


il. RESEARCH, MONiTORING AND EVALUATION 


Tne W.C.E.0. provides a statistical information package to each Affirmative 
Action Program Manager twice yearly. The package includes data on hiring and 
promotion activity and occupational and salary distribution of men and women 
in the ministries and across the OPS. 


Technical Assistance Packages 
ee ee LNCS ackages. 


‘The M.B.R. and Tarygetting Technical Assistance Packages were revised and re- 
‘issued to assist Affirmative Action Program Managers in establishing numerical 


hire/promotion planning targets and other related affirmative action 
activities. 


Preparation of the Eighth Annual Report 
ee annual Keport 


Further imodifications were made to the format and content of this Report, such 
as the inclusion of graphic depictions to clarify or expand on statistical 
information, and additional detail regarding program components such as 
targets, accelerated career development initiatives, and competition 
monitoring. 

. 

The Annual Report, prepared by the W.C.E.0., is the result of a collective 
monitoring and evaluation effort on the part of all Affirmative Action 
Program Managers in the ministries and Crown agencies. 


Analysis and Evaluation of Ministry Affirmative Action Plans 
—-= = ere ty ATT irmative Action Plans 


For the third year, all ministries were required to prepare detailed M.B.R. 
plans covering the following year's Affirmative Action program, incorporating 
the numerical planning targets concept. The W.C.E.0. reviewed these plans, 
recommendiny them for Managenient Board approval. Each pian was then 
integrated with other budget and program plans within the Ministry, and 
submitted to Management Board. 


zeneral Management Report 


Ministries submitted mid-year and year-end reports to the W.C.E.0., reflecting 
cheir progress towards the planned numerical targets indicated in their M.B.R. 
ylans. This corporate evaluation feature included reports on hire/promotion 
*esults and achievements in the area of accelerated career development 
nitiatives, which were consolidated by the W.C.E.0. for submission with the 
ieneral Mandayement Report to Cabinet. 


itaff Development Summary 


or the first time an internal report was produced jointly by the Civil 
ervice Commission and the W.C.E.0., summarizing staff development activity 
Cross the Service. The first report coverea the years 1979/80 and 1980/81 
nd devails such ites us number of participants by ministry, course type, 
osis, occupation, and male/feriale breakdown. The first report had its 
imitations in terms of data validity, but the summary will be improved in 
ubsequent years and will add to our knowledge of this critical aspect of 
omen's preparation for advancement. 


TI. INFORMATION AND EDUCATION 
he speaking engagements undertaken by the Women Crown Employees Office were 
ainly for internal yovernment meetings, courses or seminars. The staff 

rovided information about the Affirmative Action Program work carried out at 


the corporate level, as well as providing input vo corporate training courses 
such as the Selection Process Program for Personnel Administrators and the 
Program Executive Seminar for senior managers in the OPS. 


The Women Crown Employees Office also participated on the Affirmative Action 

Council Task Force which determined the location and content of special 
Affirmative Action Information Days delivered to staff in the regions. 

Further information is in the Chapter Three section entitled "Regional 

Delivery Task Force". 


Several courses were also arranged by the W.C.E.0. for the development of - 
Affirmative Action Program staff. These included classification training, 
strategic planning, and affirmative action program orientation for new staff 
in ministries. 


CHAPTER 3 
CORPORATE ACTIVITIES: 


THE AFFIRMATIVE ACTION COUNCIL 


The Ontario Government's Affirmacive Action Council is an official body 
within the yovemiient composed of the affirmative ACtION Program Managers of 
each Ministry ana Crown agency of the Province of Ontario. 


The Council works closely with tite Women Crown Enpioyees Utfice and the 
Central agencies and so serves as a forum fur discussion and planning. The 
Council provides a foriai mechanism for lwO-Way Communication between the 
proyralil Managers and the Director of the Woilen Crown Employees Office and, 
throuyh this position, vo the central agencies and councils of the 
yuverniient of Unvario. 
Through montinly iectings ana a number of task forces, tne program managers 
and their assistancs are able to identify problem areas within their 
fiandates, vo recoiuend modifications to existing corporate policies and 
practices und to act as a soundiny voura for proposed solutions that iigne 
affect the status of women Crown employees. 


The program managers elect an Executive Conmiiitee annually. During 1982/83 
the executive was: 


‘Terry Bisset, President, Ministry of Revenue 

‘Helen Walker, Vice-president, Ministry of the Attorney General 
Callie Bell, Ministry of Agriculture anu Food 

Elizabeth Ritchie, Ministry of Transportation and Coniaunications 
‘Ann Taylor, Minsitry of Governitient Services 


TASK FORCES 


Tne Affirmative Action Council Work Plan idenvified the mayor iSSues tO be 
addressed in 3982/83. From this work plan, the Task Forces were identified 
and created. The Tollowing descriptiuns are an overview of the activities 
Of the task forces auring 1982/83. The Women Crown Employees Office was 
Vepresented on cach of che task forces anu most ad hoc committees. 


Task Force on Impact of New Technology 


Purpose 

To investiyate the impact of microtechnoloyy on employment opportunities in 
(ne Untario Public Service. 

| 
Action 
| 
An educutional package on the impact of new technology was prepared and 
distributed cto Affirmative Action Program Managers. 


Preliminary meetings were held to establish an ongoing liaison between 
Systems Council and the Affirmative Action Council executive. 


Information was gathered on systems training in ministries. 


A training package was prepared listing computer courses available through 
boards of education, community colleges and universities in Ontario. 


Representation 


Attorney General 

Consumer and Commercial Relations (Chair) 
Governhient Services 

Health 

Office of the Premier 

Revenue 

Treasury and Econoniics 

Women Crown Employees Office 


Public Relations Task Force 
Purpose 


To increase awareness of corporate Affirmative Action Proyram activities 
within the Ontario Public Service. 


Action 


Three noon-hour seminars were held at Queen's Park: "Sexual Harrassment", 
"Accelerated Career Development", and "Safety in the Streets". 


All three seminars were publicized in Topical to ensure wider readership 
and employee participation. Foilow-up summary articles appeared in Topical 
high-lighting seminar proceedings and related Ontario Public Service 
policies. 


An employee interest survey was conducted to provide some basis for 


continuing to hold noon-hour seminars, including potential issues and 
topics for future seminars. 


Representation 

Agriculture and Food 

Labour 

Treasury and Economics (Chair) 
Workers’ Conpensation Board 
Women Crown Employees Office 
Regional Delivery Task Force 


Purpose 


To provide information on the Affirmative Action Proyram and career 
development to women Crown employees throughout Ontario. 


Action 


One-day sessions, entitled, “Women in the Changing Workplace", were held in 
Cochrane, Thunder Bay, London, Brockville, Toronto Region (2) and 
Peterborough. There were 351i women participants from the various 
ministries in these regions. The workshop dealt with microtechnology in 
the workplace, skills identification, training/retraining and goal setting. 


interministerial committees continued to meet in Sault Ste Marie, Thunder 
Bay and Sudbury. Skills workshops were conducted with the assistance of 
reyional Interministerial Affirmative Action committees: "The Automated 
Office and the Role of the Secretary" and "Computer Concepts" in Thunder 
Bay and "Career Planning" in Sudbury. 


Representation 


Attorney General 

Community and Social Services (Co-chair) 

Health 

Municipal Affairs and Housiny 

Northern Affairs (liaison with Thunder Bay Interministerial Affirmative 
Action Committee) 

~ Revenue 

Solicitor General (Co-chair) 

_ Transportation and Communications 

Women Crown Employees Office 


‘$mall Ministries Task Force 


Purpose. 


To respond to the special Affirmative Action Proyram planning and delivery 
needs of small ministries. 


Action 


Recommendations to resolve common concerns of small ministries regarding 
corporate affirmative action planning and reporting requirements were made 
to the Women Crown Employees Office. 


‘Three noon-hour information sessions on corporate planning issues were held 
for senior women in the small ministries. These sessions were designed to 
promote and support networking among senior women. 


'A Career Planning Workshop was held for support staff. In addition, 
“research was conducted on developing an assessment centre to identify women 
with potential in the small ministries. 


‘Mechanisms to promote secondments and job rotations for women between and 


‘along the stall ministries were developed. 


| 


| 
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Representation 


Civil Service Commission (Chair} 

Consumer and Commercial Relations 

Energy 

Governiuent Services 

Intergovernmental Affairs 

Northern Affairs 

Office of the Premier and Cabinet Office 
Provincial Secretariat for Social Development 
Women Crown Employees Office 


Professional Development for Affirmative Action Program 
Managers - Ad Hoc Committee 


Purpose 


To respond to council's need to be aware of Affirmative Action issues in 
Other jurisdictions. 


Action 

The “Looking Ahead 1982" conference provided Affirmative Action staff and 
guests with the opportunity to exchange information and discuss issues with 
women in the fields of education, women's services, arts and nursing. 
Representation 

Government Services (Chair) 

Industry and Trade 


Revenue 
Women Crown Employees Office 


Ad Hoc Committee on Outreach Recruitment 


Purpose 


To initiate activities that will publicize and promote careers in the 
Ontario Public Service to young women in high schools. 


Action 


The cowmittee liaised with the Ontario Youth Secretariat to ensure it 


encourages young women to explore non-traditional careers in the Ontario 
Public Service. 


The committee developed a list of OPS women Speakers on non-traditional 
careers for schools to use. 


The committee met with guidance consultants in various boards of education 
to advise them of non-traditional careers in the OPS, and encourayed them 
to emphasize these careers. 


- |] - 


The committee explored and reconmended Choices (Employment and Immigration 
Canada's dual file system, which allows users to retrieve information on 
Occupations and educational and/or training institutions) as a computerized 
tool for career counselling. 


The committee met with a consultant from Senior and Continuing Education, 
Ministry of Education, to determine how this committee could ensure that 
guidance counsellors encourage women to enter non-traditional careers. 


Representation 


Agriculture and Food (Chair) 
Consumer and Commercial Relations 
Environment 

Intergovernmental Affairs 
Natural Resources 


Administration Support Group Standards Review 
‘Ad Hoc Committee 


Purpose 


To review the Civil Service Commission's Administrative Support Group Draft 
Classification Testing and Evaluation Package (Feb. 1982) covering jobs in 
‘the Clerical and Office Services categories, and to provide, if 
appropriate, recommendations and suggestions for the implementation of this 
package. 


Action 


The Ad Hoc Committee prepared a paper incorporating comments and 
recomendations on the Draft Classification Standards Testiny and 
Evaluation Package, which was submitted to the Civil Service Commission as 
a@ joint response from the Women Crown Employees Office and the Affirmative 
Action Council. 

| 


Representation 


Agriculture and Food 
Attorney General 
Correctional Services 
Environment 

Health 

Industry and Trade 
Intergovernmental Affairs 

-abour 

Revenue(Chair) 

Transportation and Communications 
Treasury and Economics 

Nomen Crown Employees Office 
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CHAPTER 4 


ANALYSIS OF SERVICE-WIDE STATISTICS 


This chapter uses stock profile comparisons or snapshot views of salary and 
occupational distributions of men and women at the end of the fiscal year to 
show the status of men and women in the Ontario Public Service at that point 
in time. Although these tables have some limitations for program evaluation 
purposes (such as a lack of distinction between changes arising as a result o 
the operation of the Affirmative Action Program and changes arising as a 
result of other trends), they are still useful in comparing fluctuations over 
a five-year period. 


As well as the stock profile comparisons, there are several tables and graphi: 
representations of specific accomplishments, and reflections of the experienc 
of ministries in several aspects of the Affirmative Action Program. For the 
most part, these tables and graphics are similar in format and content to 
those included in the 1981/82 Report, and continue the trend begun in the las 
two years to refine evaluation techniques and provide more sensitive 
indicators of the Program. Two slight variations in the information presente 
in graphic form will be noted: 


1) The graphic reflecting Tabie 3 Averaye Salary Increases (page 27) has 
been printed in a different order than the information in Table 3 
itself: the graphic shows the Ministries in order from the laryest 
increase for women to the smailest. 


2) Graphics expanding on Table 7 information regarding Accelerated Caree 
Development Initiatives Met, now show an additional distribution: th 
A.C.D. Initiatives Met by Priority Area refers to the Priority Areas 
as listed in the Affirmative Action Program Directive, under "Choice 
of Priorities" on Page 4-55-1 of the Appendix to this Report. 


The other Tables and Graphics introduced in the 1981/82 Report have been 
produced again this year, in format similar to that used in 1981/82, so 
comparisons over the two years (or more, in some cases) are possible; for 
example, new or changed tables carried on for 1981/82 are: 
- Table 5 series showing "Well-Represented Groups" and "Groups Requiring 
Improvement" 
- Graphic Table 10B showing Reasons Targets Were Not Met, aS well as Tabl 
10A, showing Distribution of Targets Met by Priority Area . 
- Table 11 Service-Wide Comparisons of Staff Training and Development 
- Table 12 Service-Wide Summary of Resources Used for the 0.P.S. 
Affirmative Action Program 


As in the past, it should be noted that several nomenclatures are used in the 
tables for Government executives (e.g. Senior Payroll, Executive Compensation 
Plan) due to slight variations in the data bases used. 


=") ]83)-- 


Significant Statistical Notes 


ie 


Wage Gap decrease: As of March 31, 1983, 0.P.S. salary data shows a 
further 2.2% decrease in the wage gap: as of that date, women's 


average salary was 75.8% of men's. See Table 3: Average Salary by 
Ministry and Sex. “Tas san” oe 


Women have again improved their salary position at a better rate than 
men. Women are now clustered in the $17,000 - $19,000 range, an 
improvement from the $15,000 - $17,000 range the largest number 
pesubaee in 1981/82. See Table 2: Service-Wide Salary Distribution 
y Sex. 


Number and percentage of women in the O.P.S. increased: the total 
number of employees increased by 0.4% (245 more); the number of women 
increased by 1.2% (332 women), while the number of men actually 
decreased (by 87, or 0.2%) between 1981/82 and 1982/83. Women now 
make up 41.8% of the 0.P.S. See Tables i, 2 and 4 (Totals). 


Occupational Distribution improvements: Again in 1982/83, 9 out of 
the 10 under-represented modules and categories showed improvement in 
their female representation. The Administrative Module is now at 
29.3%, which is almost at the 30% goal. (This is an important 
"feeder" group for development of Senior Executives. ) 


Some areas have made only slow progress; Technical Module and 
Correctional Services, Law Enforcement Services and Technical Services 
Categories showed minor increases in female representation, while the 
number and percentage of women in Maintenance Services Category both 
showed minor decreases (the number of men in this category also 
decreased). See Table 4: Occupational Distribution by Sex. 


_Executive Compensation Plan progress: The total number of executives 


increased for the first time in several years; the number of women 
increased by 11 (25% over the 44 women in the E.C.P. in 1981/82), 
which makes up 27.5% of the total increase in E.C.P. employees. The 
increase in number of women in E.C.P. is also refiected in their 
representation, which was improved by a greater amount (1.2%) than in 
any year since 1979/80. See Table 8 series: Executive Compensation 
Plan. 


Favourable results in Competition Statistics: The percentage of women 
hired in under-represented classes has again shown some improvement, 
either including or excluding the hires/promotions by waiver of 
competition. Women recorded a larger share of hires vs. applications, 
even though there was a decrease (of 18.7%) in the actual number of 
competitions. See Table 6 series: Hire/Promotion Progress and Men's 
and Women's Experience in Competitions. 


Accelerated Career Development Initiatives exceeded: Overall, 
ministries achieved 39.2% (415) more than the original 1059 ACDs 
planned. The 1474 ACDs achieved in 1982/83 represents a 7.2% (99) 
increase over the 1375 achieved in 1981/82, and the percentage of 
O.P.S. women benefitting from these ACDs increased from 4.8% in 


- 1h - . 


1981/82 to 5.1% in 1982/83. Women receiving ACDs will increase the 
pool of qualified women candidates available for future hiring 
opportunities. See Table 7 series: Accelerated Career Development 
Initiatives, and ACDs Met By Type and By Priority Area. 


8. Numerical Hire/Promotion Planning Targets reduced: The original 
number of targets planned for 1982/83 as well as the numbers met, wer 
lower than the planned and met numbers for 1981/82, but the actual 
number of targets met did exceed the number planned after mid-year 
analysis and revisions. The lower number of targets planned was a 
more realistic reflection of hiring constraints and the economic 
environment prior to the start of the fiscal year, and mid-year 
revisions took these conditions into consideration plus any other 
economic and/or hiring trends that were becoming evident as the year | 


progressed. See Table 9: Numerical Planning Targets. 


Statistical Tables : Descriptions and Highlights 
Table 1 : Distribution of Classified Employees by Sex and Ministry 


This table shows the distribution of classified employees, indicating each 
Ministry's total and femaJe populations, and the percentage each is of the 
service-wide totals. The ranking is in descending order, according to the 
percentage of Ministry employees that are female. 


As of March 31, 1983, there were 28,895 women employed in the Ontario Public 
Service, an increase of 332 women over the 1981/82 figure of 28,563. The 
total number of employees in the 0.P.S. increased by 245, and the number of | 
men actually decreased (by 87). Due to the large increase in the number of 
women and the decrease in the number of men, women's share of the total 0.P.S$ 
employment again increased by 0.3%, from 41.5% of total in 1981/82, to 41.8% 
in 1982/83. This continues a trend over the past several years, as can be 
seen in this table, wnich shows women's share of the total has risen almost 2) 
in just the last 5 years: from 39.9% in 1979 to the 41.8% for 1983. 


Table 2 : Service-Wide Salary Distribution by Sex 


This table shows the numbers and percentages of women and men in various 
Salary ranges service-wide, with a more extensive breakdown for those earning 
over $32,000 for the last three years. Two columns which were added for the 
first time in 1981/82 have been included again for men and women, indicating 
the overall increase (or decrease, which is in brackets), expressed as a 


percent, in groups of salary ranyes, based on Subtotals (grouping together of 
salary ranges). 


As can be seen in the accompanying graphic illustration, (page 25), women are 
generally decreasing their numbers in the lower salary ranges and increasing 
their numbers in the middle and upper salary ranges, and at a somewhat better 
rate than men. This is again noticeable at the senior levels ($32,000 and 
up), where the number of women actually increased by 629, or 
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12.5% over the 868 women in those ranges in 1981/82. At the end of the 
1982/83 year, 5.2 4 of all 0.P.S. women made over $32,000, while only 3% of 
the women were in these ranges at the end of 1981/82. 


In the $23,000 to $31,999 ranges, the number of women again increased; in 
1982/83, 18.0% (5,192) of women are in these ranges, compared to 11.2% (3,197) 
in 1981/82 (and 7.3% or 2,074 in 1980/81), for an increase in numbers of women 


of 62.4% (1,995) over the last year alone (and a 150.3% (3,118) increase over 
the last two years). 


The largest number of women in any one salary range are in the $17,000 to 
>18,999 range in 1982/83 (8,120 or 28.1% of all women), compared to the 36.4% 
(10,385 women) who were in the range of $15,000 to $16,999 in 1981/82. This 
salary range also recorded the largest gain in number of women since 1981/82 : 
from 2,988 to 8,120 women, an increase of 5,132 women or 171.8%. 


Jsing the same groupings of salary ranges as were used in 1981/82, the $15,000 
to $22,999 ranges increased their female representation considerably; 60% 
{17,128 women) were in these ranges in 1981/82, compared to the 78.8% (22,755 
vomen) in the same ranges by the end of 1982/83. 


\nother continuation of a trend noticed in i981/82 can be seen: the three most 
yopulous groups of women are now those earning from $15,000 to $20,999, 
whereas in 1981/82, the three most populous were those from $13,000 to 
318,999, and in 1980/8i, from $11,000 to $16,999. (Each year, the three most 
yopulous groups of women have been consecutive yroups, showing women moving up 
im earnings achieved.) For the third year that this type of analysis has been 
lone, it Can be seen that, again, the three most populous groups of men are 
lot consecutive salary ranges, preventing a similar comparison. An item of 
Mterest, however, is that the range containing the largest number of men is a 
Vigher range in 1982/83 than it was in either of the past two years; this year 
t was the $23,000 - $24,999 range with 14.9% of male 0.P.S. employees, 
‘ompared-to the $19,000 - $20,999 range with 16.9% of men in 1981/82 and 14.7% 
n 1980/81. 


lable 3: Average Salary by Ministry and Sex 


Verage salaries for both males and females, for each Ministry, are shown in 
his table, and ranked in ascending order according to the percentage that 
men's average salary is of men's average salary. The accompanying graphic 
Jlustration shows the percentage increase in women's and men's average 
alaries, ranked in ascending order according to the size of increase in the 
omen's average salary in each ministry. 


he wage gap has again shown a marked decrease over the past year, so that 
omen now earn /5.8% of what men earn. The 2.2% decrease in the past year 
ontinues the improvement noted in 1981/82, for an overall decrease in the 

age gap of 3.8% since i98U/81. 1n the past year, women's average salary 
ncreased by $2,419, or 13.4%, while men's averaye salary increased by $2,500, 
vr 10.2%; these changes can be seen as the last entries on the graphic 
llustration. 


here has been an improvement in women's average salary expressed as a percent 
f men's in all ministries for which comparable 1981/82 figures are available 
except Senior Payroll, which has only been reported as a separate "ministry" 
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for the last three years). In addition, it can be seen in the accompanying 
graphic illustration, that in all ministries for which there is comparable 
detail in 1981/82, women's average salary increased by a greater percentage 
than the men's average salary. | 


Table 4 : Occupational Distribution by Sex 


Table 4 shows the distribution of male and female employees by sex within the 
occupational iodules and categories. 


As of the end of 1982/83, the ten modules and categories that were under- 
represented in 1981/82 remain under-represented; however, it should be noted 
that women's representation has increased in nine of the ten. The most 
significant of these increases were in: the Administrative Module (2.0%), the 
Administrative Services Category (1.8%), the Operational Module (1.0%) and the 
Executive Compensation Plan (0.9%). The Administrative Module is now only 
0.7% away from the 30% goal, and the Administrative Services Category is just 
2.8% away from 30%. 


Women increased their numbers in more modules and categories and at a yreater 
rate than men. As can be seen on the graphic illustration accompanying Table 
4, the number of women increased significantly in the Executive Compensation 
Plan (18.6%, or 8 more women), in the Technical Module (13.3% or 4 more 
women), in the Administrative Module (11.9% or 160 more women), and in the 
Administrative Services Category (11.1% or 156 more women). In all of these 
examples, the numbers of men also increased, but by a lesser amount. 


Women also decreased their numbers in fewer modules and categories and ata — 
lesser rate than men. In the Maintenance Services Category, women experienced 
their largest decrease (99% or 24 fewer women), although the number of men 
also decreased (by 2.3%, or 139 men.) In under-represented modules or 
categories, because the numbers of women are smaller, a small reduction in the 
numbers may appear to be quite large when expressed as a percent (as in this 
example). 


The total number of employees in the Ontario Public Service has increased by 


245 (0.4%), a change which occurred because the number of women increased by 
332 (1.2%) while the number of men decreased by 87 (0.2%). 


It appears that the technical areas have improved more this year than in the 
past, and the administrative areas are approaching the 30% goal. The 
corporate goal "to achieve a minimum of 30% representation by women in all 
modules and cateyories by the year 2000" is still undergoing review (and 
refinement aus to the methods being used) in the light of more complete data 
now available, and trends becoming visible for under-represented areas. 


Table 5A : Occupational Groups In Which Women Are Well-Represented 


2B: Occupational Groups In Which Women's Representation Requires 
Improvement 


2) Summary Of Service-Wide Modules/Categories Content and 
Ministry Representation By Module/Category 


Table 5 isa two-part listing, plus a summary, of all occupational groups in 
the Ontario Public Service. The groups are listed in order, by Module and 
Category, with the numbers of males and females in the groups as of 
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March 31, 1983, and women's percentage representation in them, both at that 
_time and for the four previous years. It should be noted that the status of 
any group on a service-wide basis may not be the same as in the various 
ministries; a group which is under-represented service-wide may be integrated 

in an individual ministry or vice versa. This is the second year that this 
table has been presented in this format. 


Table 5A contains Integrated Groups, in which women comprise between 30% and 
70% of the group (presented in the regular print style), and Over-represented 
Groups, in which women comprise more that 70% of that group, including Female 
Segregated Groups, which are 100% female. (Over-represented Groups are 
presented in a script style of print on Table 5A.) 


Table 5B contains Under-represented Groups, in which women comprise less than 
30% representation (presented in the regular print style), including Male 
‘Segregated Groups, where men make up 100% of the group (presented in the 
‘script style of print). These groups are the prime focus of the government's 
Affirmative Action Program, as they are the types of groups in which the 


female representation will need to be increased in order to meet the goal of 
(30% representation for all modules and categories. 


Changes over the year from March 31, 1982 to March 31, 1983 were mainly 
‘positive. Five groups which were under-represented in 1981/82 became 
integrated by year-end 1982/83; two "new" groups in 1982/83 (one is an 
"underfill" group in Clerical Module, and contains only 2 people, 1 male, 1 
female; the other is a result of conversion within the Professional Module of 
Social Work Supervisors to Social Work, mainly a chanye in titles, not 
actually people changing jobs) have been added to the list of Integrated 
Groups (Table 5A). 


There were no groups added to the list of under-represented groups (Table 5B); 
‘those that were male segregated in 1981/82 are again male segregated in 
1982/83 - 


Table 5C, appearing here for the second year, presents a service-wide 
consolidation of ministry occupational composition within each Module and 
Category for 1981/82 as well as 1982/83. The first two columns of figures 
‘indicate the number of groups in the module/category across the OPS, then the 
number of classes contained in those groups. The remaining six columns show, 
for each year, how many ministries have employees in each of the modules and 
categories, and whether it is well-represented by women (i.e. more than 30% 
female representation) or requires improvement in women's representation (i.e. 
delow 30% female at present). "Well-represented" and “Require Improvement" 
are the corresponding tities used on Tables 5A and 5B. 


Ine obvious difference between the 1981/82 and 1982/83 data is the increase in 
the number of ministries reporting staff in almost all modules and 

zategories. The main reason for this was the formation of three different 
Ministries from the reorganization of two which had previously been listed: 
she Ministries of Culture and Recreation and Industry and Tourism were re- 
wrganized and the Ministries of Citizenship and Culture, Industry and Trade, 
ind Tourism and Recreation were formed at the end of the 1981/82 fiscal year. 


secause of the change in number of ministries reporting staff in the 
wdules/categories, it is not possible, in many cases, to compare the two 
fears' data. However, at least one module shows a positive change: in five 
Vinistries, the Administrative Module is no longer under-represented. 
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Table 6A : Service-Wide Hire/Promotion Progress Report In Under Rep- ‘~ 
resented Classes: Comparison Of 1982/83 And 1981/82 Competitions 


6B : Some Comparisons Of Men's And Women's Experience In 
Competitions In Under-Represented Classes In 1982/83 


Table 6A lists, by Module and by Category, the number of men and women hired 
into classes with less than 30% women, and the percentage of these total hire 
that were women. It also indicates the numbers of males and females who 
applied for these positions, and the percentage of applicants who were 

women. The numbers hired indicated on this table include waivers of . 
competition (for Management classes) - and surplus placements (for Bargaining 
Unit classes). 


The numbers and the calculations in this table are summarized from the 
information recorded in the table in each Ministry chapter of this report. / 
exception is the data for the Executive Compensation Plan, which was provide 
by the Office of Senior Appointments and Compensation of the Civil Service 
Commission, and which includes placements in some Agencies, Boards and 
Commissions of the Provincial Government. 


In 1982/83, women accounted for 17.4% of all hires (including waivers and 
surplus placements) in these classes, and 14.7% of all applicants, whereas ir 
1981/82, women represented 16.3% of the total hires and 15.0% of the 
applicants. This reflects a 0.3% decrease in their share of the applicants, 
but a 1.1% increase in their share of the hires in under-represented classes, 
following a trend which was reflected in the corresponding tables last year. 
AS was seen last year (comparing 1981/82 to 1980/81), the numbers of under- 
represented classes in which vacancies are actually filled are also fewer in 
number this year (2554 compared to 3140 in 1981/82, a decrease of 586 or 

LO 77s 


The information included on Table 6B is further detail relating to 1982/83 
competitions in under-represented classes by Module and Category, as 
summarized from the tables in the Ministry chapters, plus similar informatior 
for the Executive Compensation Plan as stated above. 


The detail recorded in the first five columns of this table is derived from 
the data on Table 6A, excluding Waivers of Competition and Surplus placements 
(as per Article 24 of the Collective Agreement). This additional data, 
relating to males and females hired through the regular competition process, 
was presented in this format for the first time last year. (Therefore, this 
second year of data provides the first opportunity for comparisons and/or 
indications of trends.) 


The table presents a summary of ministries' experience in the competition 
process for the year 1982/83, for those hires/promotions which took place 
throuyh the regular competition process : numbers hired and applied (as 
described above), numbers of applicants assessed as qualified, numbers of 
applicants who were interviewed, and a column in each case showing the 
percentage that females were of the total. The next two columns show the 
percentages of male and female applicants who were considered qualified, and 


the last two columns show percentages of qualified males and females who were 
interviewed. 


In the competition process, women ayain exceeded their percentage proportion 
of qualified applicants (12.3%) and interviews (16.3%) by filling 16.6% of al 
Competitions in under-represented classes. Again in 1982/83, a smaller 
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percentage of women (32.6%) than men (40.%) who applied for these vacancies 
were considered qualified, although women's experience at the interview stage 
indicate women fared better than men : 67.2% of qualified women, compared to 
48.5% of qualified men were interviewed. In five modules/categories, it is of 
interest to note that all of the qualified women were interviewed, and in two 
of these, some women who were not totally qualified were interviewed (This 
only happened in one category for the men.); these could result in 
hirings/promotions at an “underfili" level, for either women or men. 


_ The graphic illustrations which follow Table 6A and 6B reflect the information 
on the tables, based on totals in each case. 


Table 7A : Accelerated Career Development (ACD) Initiatives 
7B _: Distribution Of Accelerated Career Development Initiatives 
Met By Type 
(ere stripucion OF Accelerated Career Development Initiatives 
Met By Priority Area 


Accelerated Career Development refers to direct career development activities 
aimed at increasiny the pool of qualified women for under-represented areas 
within the Ontario Public Service by such means as : on-the-job training, 

| acting placements, job rotations, secondments and sponsorship of special staff 
development proyrams. 


The centrally monitored Affirmative Action Incentive Fund CASA. 1 eh) 
established by Management Board and administered through the Women Crown 
Employees Office, was available to ministries again in 1982/83. The purpose 
of the Fund is to encouraye achievement of the Proyram's objectives by 
assisting managers to provide accelerated career development for women when 
additional funds are needed. (See Appendix, Page 4-50-3.) 


Table 7A displays, by Ministry, for the 1982/83 year: the number of female 
employees, the number of planned and met ACD initiatives, and the percentage 
of women that number represents; then, 1981/82 figures are displayed for the 
Number of initiatives met and percentage of ministry women that number 
‘represents. 


‘As indicated on Table 7A, the ministries of the OPS met far more ACDs than 
were originally planned (415, or 39.2% more were met than the 1059 that were 
planned), although the number met through usage of the A.A.I.F. were fewer. 
-it is also noteworthy that the number of ACDs met reflects this type of 
“assistance being provided for 5.1% of women in the 0.P.S. in 1982/83, compared 
to 4.8% of 0.P.S wumen in 1981/82. 


Table 7B displays the total number of accelerated career development 
initiatives carried out in 1982/83 in a graphic fori of presentation, based on 
the types of initiatives listed in the first parayraph, above. 


Table 7C displays these same initiatives carried out in 1982/83, also in the 
graphic format, based on the Priority Areas (see Appendix, Page 4-55-1). 
(1982/83 is the first year the information has been gathered in this fashion. 
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Table 8A : Executive Compensation Plan By Level And Sex 


ee 


8B: Distribution Of Employees in Executive Compensation Plan 
By Sex iv 
8c : Executive Compensation Plan Conipetition Summary 


During 1980/81, the Executive Compensation Plan was developed, replacing the 
old Senior Compensation Plan and Program Executive Series. Full conversion 
the the new plan has not been completed. Deputy Ministers are not part of 
this new Executive Compensation Plan, so their numbers have been added. 


The figures reported in Tables 8A, B and C were compiled by the Office of 
Senior Appointments and Coipensation of the Civil Service Commission, and 
include Ministries, Agencies, Boards and Commissions. 


Table 8A shows the number of executive employees by sex and class level, and 
“ndicates wollen's representation at each level of the Executive Compensation 
Plan (E.C.P.) plus Deputy Ministers. 


Table 8B shows a summary for the last seven years, of the employees in the 
Executive Compensation Pian (plus Depuvy Ministers), indicating totals for 
each year, as well as number of males, and number and percentage of females. 
A graphic illustration of Table 8B information is included on the page 
following Tables 8A, 8B and 8C. 


Although the percentage that women make up of each level is slightly lower 
this year for four of the levels, the number of women at six of the seven 
levels has stayed the same or increased, and two levels showed siynificant 
increases: there are 7 more women at the E.C.P. 5S level, and 5 Wore wotien at 
the E.C.P. 1 level than in 1981/82. 


In 1982/83, the total number of employees in the E.C.P. increased for the 
first time in several years, adding 40 executives to the total; women 
accounted for 27.5% of this increase. Again in 1982/83, women's share of 
executive positions has improved, so that women now make up 8.1% of the E-@ 
compared to 6.9% in 1981/82. The number of women increased by 11 or 25% ove 
the 44 women executives recorded in this table in 1981/82. 


Table 8C shows a comparison of men’s and women's experience in the competiti 
process over the last three years, indicatiny both absolute numbers and 
women's percentage proportion of the total number. 


Women's share of the total vacancies filled by competition was higher than 
either their share of total applicants or total interviews. Although women’ 
representation at the various stages of the competition process is lower thé 
in 1981/82, it is still generally better than it was two years ago (i.e. 
women's percentage share of total applicants, interviews and vacancies fillé 
is higher in 1982/83 than it was in 1980/81). 


Table 9 : Numerical Planning Targets 


This table, appearing in this report for the third year, was instituted in | 
1980/81 report. To facilitate meeting the corporate goal of raising the lel 
and diversifiny the occupational distribution of women in the 0.P.S., 
ministries were to identify numerical planning hire/promotion targets for 
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under-represented Ciassifications within selected priority areas. These 
numerical planning taryets were calculated by multipiying tne number of 
projected vacancies by the availability rate of qualified woien for the jobs. 


The table lists, by ministry ana Service-wide, the number of taryets 
identified in the planning process, and the results achieved by the ministries 
dt year-end, Weasured by the actual number of targets met. The nunber of 
targets met at year-end is then shown as a percentaye of the original number 
planned and, in cases where the planned number was revised at mid-year, as a 
percentage of that revised number. The table then indicates comparative 
numbers of targets planned and met froin the 1981/82 vCal. 


The number of taryets planned corporately for the 1982/83 fiscal year was 263, 
which is 64 or 19.6% fewer than the 527 pianned for the fiscal 1981/82 year. 
At mid-year, ministries may revise their oriyinal number of targets, based on 
the number of vacancies which actually arise and the number of qualified 
females to date. In 1982/83, i1 ministries revised their planned taryets, 
reaucing the total planned number by 37 or 14.1%. (In 1931/82, the mid-year 
reduction was 53 targets, or 16.2%.) At year-end, the 248 targets met 
represented 109./% of the revised planned number. These 22 targets met in 
excess of the revised planning figure is an improvement over the 1981/82 
experience of fleeting 10 ctaryets fewer than the revised planned nuiaber. 


As well, several ministries that were Statistically unable to set more than 
one target (due to estimated low turnover and/or availability of qualified 


women at the planning stage) were able to achieve 18 hires/promotions within 
_ their priority areas. 


The targetting process as a planniny tool and the yoal of 30% representation 
has been under review, for modifications appropriate to the socio-economic 
climate, and, based on the last three years experience, chanyes to this aspect 


of the program are currently being introduced. Some of these ilay become 
evident with the publication of next year's report. 


Table 10A : Percentage Distribution Of Numerical Planning Targets Met 


By Choice Of Priorities For 1982/83 
LOB : Numerical Planning Targets For Hires/Promotions For Women: 
“Reasons That Total Nuimber OF Priority 


Targets Were Not Net 


| Of the taryets wet, 73.4% (compared to 76.1% in 1981/82) were met in priority 
areas vo diversify the occupational distribution of women in the Ontario 
Public Service : 42.7% in the Professional Specialties (37.1% in 1981/82); 
23.4% in the Skilled and Semi-Skilled Trades and Services (34.1% in 1981/82); 
and 7.5% in Technical Specialist positions (4.9% in 1981/82). The remaining 
'26.6% were ttet in areas to raise the level of women in the U.P.S. : 15.3% in 
‘Middle Management (15.9% in 1981/82) and 11.3% in Entry-Level Management 
'({15.9% in 1981/82) positions. 

| 
‘Table 10B (graphic) illustrates the reasons that the total number of priority 
targets were not met in 1982/85. (Ministries may have met more targets than 
they Originally planned at one class level, but failed to meet a taryet ata 
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different ciass levei.) The tovtai number of cargets not met was actually 
yreater than the difference between the nulber pianned and the number et. 
(248 met - 226 planned revised = 22 not met; there were actually 64 targets 
not met in a total of 14 ministries.) 


Of the total number not met, equal numbers (35.9%) were due to lack of hiril 
opportunities and luck of qualified female applicants for vacancies that di 
arise. The comparable percentages in 1981/82 were 36% and 33% for these sal 
reasons. in 26.6% of the instances (18% in 1981/82), the women applying for 
taryetted positions were not the best qualified candidateis); miscellaneous 
factors made up the remaining 1.6% (13% in 1981/82) of reasons displayed in 
this graphic. 


Table 11 ; Staff Training And Development: Service-Wide Comparisons 


This table displays information subiitted by ministries regardiny staff 
training and development activity carried out during 1981/82 and 1982/83, 
including the numbers of inales and females attending the various types of 
courses and total costs by sex (based on Ministry-prepared Staff Development 
Report on form CSC 289}. Calculations have been prepared, showing for each 
year: tne female percentaye of total participants, female percentage of tot 
costs, the average cost per itale anda female participant, and the percentage 
increase or aecrease from the previous year. 


Between 1981/82 and 1982/83, increases were Seen in the number of women tak? 
courses, the dollars spent on women overall, and in the averaye amount spent 
per womian; men experienced an increase in number of participants, but 
decreases in dollars spent and cost per ifale participant. 


Action 1n The Ontario Public Service For 1982/83 


This table displays several types of resources used in carrying out the 
Service-wide Affirilacive Action Program in 1962/83. The data on Direct 
Resources (monies allucatea specifically for Affirmative Action in Ministric 
budgets) and indirect Resources (funding provided by other ministry program 
areas from their budyet allocations; for example, a ministry's Information 
Branch prepared a pamphlet/report for the A.A. Proyram office in that 
Ministry) are summarized from the Ministry chapters of this report. 


Fifty-two accelerated cureer development initiatives were carried out as a 
result of the Affirmative Action Incentive Fund, as inaicated on Table 7A. 


The Staff Resources (i.e. people workiny in Affirmative Action Program 
positions) include one full-time or part-time Program Manager for each 
ministry, although one full-time Program Manager is responsible for two 
ministries. Appropriate levels of staffiny are determined according to a 
number of factors, such us occupational distribution and degree of 
reyiOnalization of the ministries. 


Resources Spent for the Affirmative Action Program are slightly higher in 
1982/83 (Compared to 1981/62), and the rativ of aollars spent per female in 
the 0.P.S. is also slightly higher this year. 


Northern Affairs 
_ Energy 


' Revenue 


| Government Services 
Correctional Services 
Natural Resources 

| Environment 

| Transportation & 


Solicitor General 
_ senior Payroll (EDS) 
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TABLE 1 


DISTRIBUTION OF CLASSIFIED EMPLOYEES BY SEX AND MINISTRY 
(Ranked by Percentage of Women in Ministry) 
March 31, 1985 


FEMALE 


MINISTRY 


i} 
Miscellaneous 
Intergovernmental 

Affairs 
Attorney Genera] 
Health 
Consumer & Commercial 
Relations 
Community & Social 
services 


Management Board (Incl, 
Civil Serv. Com,) 
Education/Colleges & 

Universities 
Municipal Affairs & 


Hous ing 
Treasury & Economics 


Citizenship & Culture 
Labour 


Ont. Place Corp.) 
Industry & Trade (Incl, 


Ont. Dev. Corp.) 


Agriculture & Food 


Communications 


SERVICE WIDE 


/1. Miscellaneous includes: Justice, Resources and Social Policy Secretariats, Cabinet Office, Office 


of the Premier, Lt. Governor's Office and Niagara Escarpment. 


2. No previous data, as Ministry of Education was separate from Ministry of Colleges and Universities. 
)3. Early in the fiscal year 1982/85, the Ministries of Culture & Recreation and Industry & Tourism 


were re-aligned to form three ministries: Citizenship & Culture, Industry & Trade and Tourism 
& Recreation, 


/4. Senior Executive Category is included on Tables 1 and 2, excluded on Table 4, 


Information not available. 


ap 


TABLE_2 
SERVICE = WIDE SALARY DISTRIBUTION BY SEX 
March 51, 198% 
MEN SS*~*~*«OMEN WOMEN AS A % OF TOTAL 
4+ (=) 4+(-) EMPLOYEES IN RANGE 
DIFF ! DIFF 
Sar ia 
# FROM; # FROM 
SALARY RANGE Ue 
(#S) 
Under $ 9,000 1 86.4 88./ 88.5 56.0 
4 9,000 = $10,999 0.6 Wsyas) 74.4 80.2 85.4 
$11,000 - $12,999 0.6 58.04 ~78-SuenSde cummins 
SUB-TOTAL 123) [(O7<6) |,,.04031 78.5 Geb s0 ueeera ae 
$15,000 - $14,999 561 19.5 87.3 7325 49.1 
$15,000 - $16,999 19.3 Bide 6452008 50S Ze 
SUB-TOTAREn ul * am 86 beh -7 1 Zou 62. ORemmacee 
$17,000 - $18,999 | 5,496 8.7 ies 1208 28a) 69594 i430 ume 26saeipseias 
$19,000 - $20,999 | 5,455 1565 fern ee 50c44 268s 22a bene 
$21,U00 - $22,999 5,557 8.5 1,753 6.1 34.3 29.1 24.5 15.3 
$23,000 - $24,999 | 5,991 14.9 1) 198028u 4 O42 241-) wise eS Oe 
| 
SUB-TOTAL 465° + 4 Sle dea ae? pameaecee 
$25,000 - $26,999 34,31 2564 » 1600 “Guleee 
$2/,000 - $28,999 2153) 25.6 | 15.8 suuloee 
— BES ES a oe Se ed a ed a eee = eee eS. z. 
SUB-TOTAL 6,489 ‘lb. iL 67eo sin i2 BOs 2BeS\8 125.4 1655) las 
| 
a <> ae — Se SS sy ee eS eS a oe 
$29,000, 4 Ssis999 [iae7so. 1) tie ewe zT 14.9 Bis Oran Aided 10.7 
a ee es a ee — ——— | a ee SS SS ee es Se —— 
SUB-TOTAL 74/739 eee teas ae 8206 14.9 8.6 1361 10.7 
$52,000 - $34,999 | 2,905 Te? ee ym ery 15.09) (ated. «8 eSauun dhe 
$55,000 - $57,999 | 1,906 a a? cy Leah (508 4) £10,.9 en mek 
$38,000 - $40,999 | 1,558 564 eige 207) A 107 1322 dh ied 2 Ons ous 
$41,000 - $43,999 | 1,114 2.8 b 2 442 12045 ‘eS 1 Os Scamenlocen Wes 
$44,000 - $46,999 626 126 55 We? Bel 6480 tudo os 
$47,000 - $49,999 617 1.5 ' 1S anos 1036: beat2ed has 
$50,000 - $52,999 217 0.5 l 2 ed Viel 165 te eee 
$55,000 - $55,999 209 0.5 17 Ost 7.5 12.0 6.0 * 
$56,000 - $58,999 67 0.2 19 mein D264 15.9 2 ssealt 
$59,000 and over 456 tet | 65 Oi? 1251 WAS 9.3 * 
| 
SUB-TOTAL 9,475 36.0, To cl 49 elnls 24 b role Vseeull adiacee 
| 
22 41.8 | 41.5 


; Q ; | 
SERV 1CE-WIDE a) 40,204 100. (.2) | 28,895 100. 
eee oe ee Pree Le ae Se 


* 


Prior to 1980/81, information was not collected according to these ranges. 


|. senior Executive Category is included on Tables 1 and 2, excluded on Table 4. 
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TABLE S 


AVERAGE SALARY BY MINISTRY AND SEX 
(Ranked by Women's Salary as a % of Men's) 
March 31, 1983 


WOMEN'S AVERAGE SALARY AS % OF 
MEN'S AVERAGE SALARY 


AVERAGE 
SALARY 


MINISTRY 


Energy $38,692 $21,805 56.4 48.5 47.8 43.7 


Industry & Trade (Incl. 


Ont. Deve Corp.) 37,440 21,664 Died ts * * 

Northern Affairs 34,826 PE SAS) 61.0 60.2 56.3 51.8 
Attorney Genera] 52 92 20,497 65! 62.1 S/Oe) Dire 
Education/Colleges & 2 

Universities Soya Zl ole 64.2 62.9 60.3 58.6 
Solicitor General ZO LO 19,212 65.1 58.8 62.5 60.6 
Municipal Affairs & 

Hous ing Ss 2hsii| PRED SIS SN\ 72 66.2 64.1 61.8 60.5 | 
Revenue 28,475 19,088 67.0 65.0 64.3 60.2 | 
Consumer & Comm. Relations} 28,081 138,95il 67.4 66.35 63.6 61.9 | 
Natural Resources 27,696 19,019 68.7 67.6 64.0 64.3 | 
Management Board (Incl. 

Civil Serv. Comm.) 38,624 26, 580 68.8 65.8 65.8 60.5 
Treasury & Economics Soy, Hilts! 24,805 69.4 68.0 66.6 61.6 ( 
Labour Sl As A i i 69.6 68.7 66.6 64.6 Ea 
Env ironment 23505) 20,208 70.8 69.1 64.7 64.5 | 
Agriculture & Food 28,890 20,496 WHOSE 70.0 67.5 66.3 | 
Government Services HESS SK eXs) 19,534 76.4 W553 69.8 70.6 | 
intergovernmental Affairs 34,657 PASAT 7628 64.9 66.6 63.0 ( 
Transportation & Comm. 24,564 18,988 Ue) Usa 7022 71.8 | 
Tourism & Recreation (Incl 4 ] 

Onte Place Corp.) PI HAO 21,834 78.8 * ra 

1 
Citizenship & Culture 28,575 23,014 80.5 = ‘4 a 
Community & Social Servs. 23,876 20,598 86.35 84.9 84.5 83.8 | 
Heal th PEE DOD 20,197 86.4 85.0 83.2 81.5 | 
Correctional Services 25,094 ZN ISS 86.9 86.4 83.6 83.9 | 
5 
Senior Payrol| (EDS) 50,203 49,247 98.1 98.4 92.8 % 
SERV 1CE-WIDE $20,422 


ae me ae ee ee ee et 


1. Early in the fiscal year 1982/83, the Ministries of Culture & Recreation and Industry & Tour 
re-aligned to form three ministries: Citizenship & Culture, Industry & Trade and Tourism & 
Recreation. 

No previous data, as Ministry of Education was separate from Ministry of Colleges & Universi’ 
3 A separate Senior Payroll! (EDS) Module was added to this table in 1980/81; therefore, an ano 


exists between Service-Wide average annual salary figures prior to 1980/81 compared to those 
for the last three years. 


Information not available. 
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AVERAGE SALARY BY MINISTRY AND SEXx 
PERCENT INCREASE/DECREASE BETWEEN 


MARCH 

SENIOR PAYROLL 
INTERGOVERNMENTAL AFFAIRS 
TREASURY AND ECONOMICS 
MANAGEMENT BD. /C. S. C. 
NORTHERN AFFAIRS 
HEALTH 

SOLICITOR GENERAL 
LABOUR 

SOMMUNITY AND SOC. SERVS. 
ATTORNEY GENERAL 
INSUMER AND COM. REL’NS. 
_ EDUC/COLLEGES AND UNIV. 
REVENUE 

ENVIRONMENT 
AGRICULTURE AND FOOD 
CORRECTIONAL SERVICES 


INICIPAL AFF. AND HOUSING 


GOVERNMENT SERVICES 

NATURAL RESOURCES 
TRANSPORT. AND COMMUNI. 
ENERGY 


SERVICE-WIDE 


7. SULLA 


1982 AND MARCH 1983 


4.0 
LLLLLLLLLA 40 3 
8. 4 


VLE. 
WLLL. 7 be 
VELEN 
VILLELELELELEEELENO. 
12.8 
ZZ41- 8 

i239 
WMLMLILILLLLLLLLLLLLLLLLL 2 4 
VLE. 6 
VILLE. 
VLLEELELELELEELEEEE.3 
VLEET 
VILLE. 
VLE. 
VLLLELELELELELEELEEELES2. 6 
LLL. 
MLM Oe 8 es 
VLLELELELELEEEEEN2.9 
VLLELELELEEEEELEE2.7 


19.3 


8) a 8 12 16 29 


PERCENTAGE 


*REs TABLE 3 


Wm WOMEN [77777] MEN 
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TABLE 4 


OCCUPATIONAL DISTRIBUTION BY SEX 
MARCH 31, 1983 


OCCUPAT | ONAL 


| 
# OF | % !NC/(DEC) | WOMEN AS A % OF TOTAL 
MODULE/CATEGORY 


WOMEN IN ACTUAL #S: \ IN MODULE/CATEGORY 


81/82 TO 82/83 
1982 | 1981 1980 


28,895 


wwe en ne I ee dh HL 


| | 
Administrative Module 3,62) 1,500 |! 1.4 11.9 | 29055 27.3 24.3 23.0 
Clerical Module 112 - 409 (1.8) 0.0 78.5 78.2 78.3 70.8 ( 
1 | 1 
Executive Comp. Plan 574 51 4.4 18.6 : 8.2 155 6.3 5.6 
Operational Module 1,830 DAlering nl 07) 726 pomloe7 14.7 14.6 13.5 
Professional Module 2,194 690 | (1.0) 3 { 19.8 19.2 18.6 17.4 
Technical Module 1,142 34 ; 0.8 1S 2.9 2.6 2.6 2a 
| | 
pass <n eeaa 4-<-=----------------}----=-=----=-=-=---~ ~~ 55-5 --- 
I | 
Administrative Services 4,181 1,566 0.8 11.1 ZeZ 25-4 2329 24.3 é 
Correctional Services 2,630 472 | 0.7 2.4 Ue S574 15.0 14.5 13.9 
| | j 
Institute Care Services 2,050 3,871 (0.2) 0.3 65.4 65.3 64.8 64.0 
Clerical Services. 1,952 Been [ee Ole9)) 1.3 | 80.7 80.3 WDD 79.9 
General Oper. Services 2,448 In vou (1.6) (2.9) 41.9 42.2 41.1 40.5 
Maintenance Services 5,981 CNS eee 253) (9.9) 4 325 3.8 3.7 361 
Office Services 308 6,485 | 0.3 (aia) We S55 95.6 95.6 95.7 : 
Scientific and Professional ; 

Services 1,830 2,481 | 2.8 1.0 1 PSD7 6 58.0 SAS 63.1 ¢ 
Technical Services 4,633 (55a (2.0) (0.3) | 14.0 13.8 13.4 14.1 
Law Enforcement Services| 4,117 102 aateeae 7 6.3 2.4 7 2 1.9 
Miscellaneous: Unknown 1 Za S0. 0) C7 NSA Si OG er, 58.3 7124 41.7 

| I 
| 
4 
1 
- 


1. Female % representation for 1979 and 1980 is based on percentage of employees as shown on Table 8f 


(Distribution of Employees in Executive Compensation Plan by Sex), as numbers of executives for TI 
years were not available in |PPEB. 


Ze This year only, Table 4 Service-Wide female representation excluded Senior Executive Category, wh 
Tables 1 and 2 Service-Wide female representation included these employees. 


Information not available. 
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TABLE 5A 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN ARE WELL-REPRESENTED 
MARCH 31, 5 
INCLUDES: - Integrated Groups (Women make up between 
30% and 70% of that group) 
- Over-Represented Groups (Women make up 
70% on mone o4 that group) 


WOMEN AS A % OF TOTAL 


OCCUPATIONAL GROUP 


ADMINISTRATIVE MODULE 


General Administration rae) 586 34.2 Seek 29.1 28.9 
Information 47 29 38.2 34.6 310m 4550 
Law Administration 200 147 42.4 Aled: 37.85 33ql ae 
Program Analysis 204 110 35.0 2933 26.7 21.8° am 
Personnel Administration 253 239 48.6 45.9 42.6 39.45 
Social Programs Admin. 356 168 32.1 29.0 27.0. 2627 aa 
Translation 0 2 100.0 100m0> MA 10070m 10050 
Administrative Underfill 29 ST 56.1 6753 60.0 70.8 @ 
CLERICAL MODULE 
Clerical Services 99 187 64.6 63ay, 62.9 50.9 
Office Equipment Operation 3 25 83.3 84.4 86.2 88.93 
Transcription Services i 202 96.7 97.1 96.2), 959 
Clerical Underfill ] ] 50.0 * * * 
OPERATIONAL MODULE 
] 40.1 
Institutional Care b Reet8) r2 40.8 37.4 Slee 37 we 
PROFESSIONAL MODULE 


Actuarial Science 4 2 Sores VG? 16.7 2058 
Home Economics, Dietetics 

and Nutrition 0 37 100.0 97.6 97.9 100.0 7m 
Library, History and 

Archives 24 ee 3850 32.4 37.9 3738 
Medical 167 H 30.4 facled| 27.4 24a6 
NutsLng 35 167 Sel Sia $3.5 Slee 
Occupational and 

Physicak Therapy 6 23 P93 Po 185) 89 e 
Social Work Supervisor 3 4 Vee | Ste 38 39.. < 3/58 
Speech Pathology and 

Audiology 5 é 50.0 60.0 5020" 9 6030 
Social Work 75 46 38.0 3 - ys 


i 
| 
l 
| 
| 
l 
| 
| 
l 
| 
| 
| 
| 
! 
| 
! 
! 
| 
| 
| 
\ 
| 

General Operational W2 148 | 46.3 44.4 44, 
l 
| 
| 
| 
] 
\ 
| 
| 
| 
| 
| 
l 
\ 
| 
| 
| 
\ 
| 
| 
| 
| 
| 

TECHNICAL MODULE 

i 
] 


Scientific. Support 


* 


Information not available. 
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TABLE 5A. (cont'd) 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN ARE WELL-REPRESENTED 
RCP @ailaynel og 
INCLUDES: - Integrated Groups (Women make up between 
30% and 70% of that group) 
- Overt-Represented Groups (Women make up 
70% on mone of that group) 


OCCUPATIONAL GROUP 


FEMALE WOMEN AS A % OF TOTAL 


\OMINISTRATIVE SERVICES CATEGORY 


Management Systems 


Typing, Steno, and Trans- 


| cription Services ad 24 5, 178 99, 


| 
l 
| 
! 
l 
l 
| 
| 
| 
| and Services 354 186° © 343 
Translation 7 Tiga, fol 
Purchasing 75 SZean 208 
Publicity 178 141 1 44, 
Social Programs 698 Teo ae es 
t 
PLERICAL SERVICES CATEGORY | 
Fn a | 
CLerical Services | 1,952 f1er a eee 
| 
iENERAL OPERATIONAL SERVICES CATEGORY 
| 
Personal Service (a) 238 [44> ie ae 
Personal Service (b) 269 116.) Fee 
Cleaning, Caretaking an | 
Security (a) 918 829 | 47. 
| 
INSTITUTIONAL CARE SERVICES CATEGORY 
| 
_ Institutional Care (b) | 1,829 3,848) 67? 
| 
(AAINTENANCE SERVICES CATEGORY . 
Radio Operations 189 1305) 2" 
| | 
EFICE SERVICES CATEGORY 
] 
_ Data Processing Loy 218 98. 
| ~ Office Equipment Oper- 
ation (a) 4 [41 40-97, 
Office Equipment Oper- . 
ation (b) 65 659 | 91, 
Typing, Steno, and Trans l 
eniption Services (a) 58 289 ) 83. 
{ 
| 
| 
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TABLE 5A (cont'd) 


OCCUPATIONAL GROUPS _IN WHICH 
WOMEN ARE WELL-REPRESENTED 
MARCH 31, 1983 


Rilo 
INCLUDES: Integrated Groups (Women make up between 
30% and 70% of that group) 
- Over-Represented Groups (Women make up 
70% on more of that group) 


WOMEN AS A % OF TOTAL 


Home Economics and 


| 
| 
TECHNICAL SERVICES CATEGORY 


Scientific Support (a) 
Social Science Support 


l 
Nutrition 0 36! 100.0 100.0 100.0 100.0 
Library, History and ] 
Archives 20 4] 62.1 6053 59.1 5S a 
NWLs 4g 207 156255) MRaee, 89.8 90 91.4 
Occupational and l 
Prysical Therapy 6 100° "od. 3 Peel are 92 5h) Ora 
Pharmac y 6 10 | 9362.5. 4752.6. geo2e 9 Jeo 
Psychology 153 951 230.3 Sy hae, 37.4 41.4 
Social Deveicpment 179 276 60.7 61.4 61.8 64.1 
Speech Pathology and 
Audiology 2 98 ; 493.3 1993.9 099.9 easame 
Statistics 112 58 34.1 29.7 33..9) 23am 

] 

] 

l 

| 

| 

l 
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TABLE 5B 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 


MARCH 31, 1983 
INCLUDES: - Under -2epresented Groups (Women make up 
between C% and 30% of that group) 
- Male Segregated Groups (Women make up 
$ of that group) 


OCCUPATIONAL GROUP WOMEN AS A % OF TOTAL 


OMINISTRATIVE MODULE 


| 
Financial Administration 


| 
| 
l 
CW1ks 0.2 91 0.8 1.8 
“Institutional Management 201 28° 9m,41 0x3 2s) 6.4 6.7 5.7 
Labour Relations 49 3 ; 1440 16.1 14.8 O32 10.6 
Property Administration oo 8-20 5.2 4] 3i2 2.6 2.5 
Purchasing & Supply 87 6 je ee 6.1 5.1 5.5 4.6 
“Systems Services 23] bc. 4 71684 17.9 13.6 17.0 15.4 
| 
PERATIONAL MODULE 
| 
Agricultural Support 4 | Oe Ca 0 0.0 0.0 0.0 0.0 
Correctional 436 oo ea aie 4.8 4.5 6.7 145 
‘Heating & Power 38 Oe. ne POO 0.0 0.0 0.0 0.0 
Printing 9 CO Ruy ONG 0.0 0.0 15 905 
‘Skills & Trades 904 2 G22 G2 0.1 0.1 0.1] 
| 
XOFESSIONAEL MODULE | 
‘Agriculture 128 A hie SRD 4.5 4.) 3.1 3.6 
Architecture 36 T6627 Cad eal 2.4 ee 
Chaplain a3 6 15.4 10.8 12.8 5.9 Varn) 
Dentistry 28 ere ea Dinh Tent Lae. sl 
Economics & Statistics 259 106 “P25eS Cia 24.1 26.6 20.1 
Education 105 19 . Loe ise 11.9 11.9 1570 
Engineering & Surveying 886 Ze 322i ovo 2.0 2.4 Fae 
General Scientific 98 TL SS Wee 2,0 9.6 say 35 
Legal 38 93 19.3 128 16.0 14.0 12.9 
Pharmacy Ow: Bt ween. Li2 18.5 LO? 19.4 
Psychology 43 P. 2 JARO 9.8 nil 8.2 14.3 
Resources Planning and 
_ Management 349 Loo (ere 5.6 ho 5.0 4.2 
Research Science 13 0 ou: eso 0.0 ; : - 
Professional Underfill 55 20% 5 202%. 27.) ) Mea eezeee a 
Veterinary Science 36 Op ORG 0.0 2.4 0.0 0.0 
| ] 
] 
CHNICAL MODULE , 
Draft, Design & Estimate fe a ey 9.6 9.3 ecu 4.3 
Engineering & Surveying | 
, Support 530 3 0.6 0.4 0.4 OFS 0.4 
Photography 2 ] ¢ L.OS0 G.1 0.0 9.9 a 
Resources, Technical 519 fra 0.6 0.4 On 0.2 
Telecommunications hoy neo 0.0 0.0 5.9 0.0 
Technical Underfill 0 | Ht 0.0 Oe 0.0 * 
Information not available. 
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TABLE 5B (cont'd) 
OCCUPATIONAL GROUPS IN WHICH 


WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 
MARCH 31, 1983 


INCLUDES: - Under-Represented Groups (Women make up 
between 0% and 30% of that group) 
- Mate Segregated Groups (Women make up 
03 of that group) 


OCCUPATIONAL GROUP WOMEN AS A % OF TOTAL 


EXECUTIVE COMPENSATION PLAN 


Program Executive 1 0 0.0 0.0 0.0 0.0 
Senior Executive 57.3 Si Oe Tek 6.4 5.6 4 
ADMINISTRATIVE SERVICES CATEGORY 

General Administration Te2 144 16.4 16.2 1530 Wi28 9 
Financial 428 1 06 19.9 138.6 16.4 1 S38. 14 
Investigation (a) 64 3 a) 4.8 ons alee! ] 
Investigation (b) 427 56 1.6 | Rae: 10.4 9.3 7 
Property Assessment vers 98 7.4 6.6 beg 6.4 5 


CORRECTIONAL SERVICES CATEGORY 
Correctional Services 2,600 472 
GENERAL OPERATIONAL SERVICES CATEGORY 


l 
\ 
\ 
| 
| 
l 
| 
| 
| 
! 
| 
| 
| 
] 
| 
! 
! 
| 
! 
| 
l 
| 
! 
! 
| 
| 
| 
| 
| 
| 
! 
] 
| 
] 

Cleaning, Caretaking 

and Security (b) 194 28 | 

! 
| 
| 
| 
| 
| 
| 
| 
| 
l 
| 
| 
| 
| 
| 
| 
| 
| 
| 
| 
{ 
| 
| 
| 
! 
| 
| 
| 
| 
' 
| 
] 
| 
t 
| 
' 
] 


12.6 24 11.4 9.4 g 
Supply 601 47 7a8 Th ee 536 : 
Agriculture Support 223 3 1g6 Lo 0.4 0.7 ] 


INSTITUTIONAL CARE SERVICES CATEGORY 
Institutional Care (a) 221 23 


LAW ENFORCEMENT SERVICES CATEGORY 


Law Enforcement Services |4,117 102 oe 243 Lal | 59 j 
MAINTENANCE SERVICES CATEGORY 
Adncenast 69 6 0.0 0.0 0.0 0.0 ( 
Trades & Crafts (a) 780. ] 0.1 0.1 0.1 0.0 ( 
Trades & Cnrasts (b] 1,055 0 0.0 0.0 0.0 0.0 ( 
Trades & Crafts (c) 946 35 3.6 3.6 36 2.0 | 
Vehicle Operation (a) 2,091 16 0.8 0.6 G5 0-2 
Vehicle Operation (b) 383 5 1a ale Lgl 0.8 | 
Marine Operations 62 0 0.0 0.0 0.0 0.0 | 
Heating & Power 314 0 0.0 0.0 0.0 0.0 
Printing 2 aa ViGa3 Tee 23.0 24.) Z| 


TABLE 5B (cont'd) 


OCCUPATIONAL GROUPS IN WHICH 
WOMEN'S REPRESENTATION REQUIRES IMPROVEMENT 
MARCH 31, 1983 


INCLUDES: - Under-Represented Groups (Women make up 


between 0% and 30% of that group) 


- Male Segregated Groups (Women make uo 
@ 04 that group) 


*CUPATIONAL GROUP 


TIFIC AND PROFESSIONAL SERVICES CATEGORY 
$$ nn SERVICES CATEGORY 
jculture 168 23 


14.3 13.8 
cation - j tbl 30 oles Zio 
ral Scientific VY 59 20.3 19 
Ources Planning & 
anagement (a) 149 55 27-20 26.8 
durces Planning & 
anagement (b) 396 36 843 a7 
veying and Engineering 
ervices 76 4 9.0 (ais: 
minarty Science 8 0 ‘ 


CAL SERVICES CATEGORY 


lunications 
t, Design & Estimate 
Meering & Surveying 
‘Ppport 

ography 

Ower Training 
Imtific Support (b) 


urces Support 
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SERVICE-WIDE HIRE/PROMOTION PROGRESS REPORT 
IN UNDER-REPRESENTED CLASSES 
COMPARISON OF 1882/83 AND 1981/82 COMPETITIONS# 


WOMEN HIRED 2882/63 
WOMEN APPLIEDs 1982/63 
MEN HIRED 1982/63 
1626 


MEN APPLIED: i19882/83 
‘ 65.3 


WOMEN HIREDs 1881/82 


WOMEN APPLIED: 1881/52 
MEN HIRED: 1881/62 


MEN APPLIED: 


SOME COMPARISONS OF WOMEN’S AND MEN‘S 
EXPERIENCE IN COMPETITIONS IN UNDER-REPRESENTED 
CLASSES DURING 19882/83« 


FEMALE 


NUMBER QUALIFIED AS A PERCENT OF NUMBER APPLIED 
NUMBER INTERVIEWED AS A PERCENT OF NUMBER QUALIFIED 


MALE 


PERCENT COMPETITIONS WON 

PERCENT APPLIED 

PERCENT QUALIFIED 

PERCENT INTERVIEWED 

NUMBER QUALIFIED AS A PERCENT OF NUMBER APPLIED 
NUMBER INTERVIEWED AS A PERCENT OF NUMBER QUALIFIED 


- ho - 
TABLE 7A 
ACCELERATED CAREER DEVELOPMENT (ACD) INITIATIVES 


(Include: On-the-Job Training, Job Rotations, Secondments, 
Full-Time Sponsorship of Special Staff Development ) 


1982/83 1981/82 


f oY 
MINISTRY 
# OF | TOTAL # OF WOMEN 
WOMEN IN. | INITIATIVES  ' RECEIVING 
MINISTRY*! A 
0 
| PLANNED) ET . WOMEN 
| 


i*) 


ee ee == ie 

Agriculture & Food 520 1 “22 44(4) 
Attorney General : Cie a8) 198(3) 
Citizenship & Culture’ 209, ee TU 8i-) 
Civil Service Commission dO Girt 8 10(-) 
Community & Social at 

Services ost weriZs 250(8) 
Consumer & Commercial 

Relations 1066 —--}-==38 62(2) 
Correctional Services Uda CH 24(1)) 
Culture & Recreation ~ l - Loi 
Education/Colleges & ; 

Universities ACT eee) i04(3)! 
Energy See 7 8(-)I 
Environment Apia 212 2012) 
Government Services aot 30 79(2)! 
Health . 1038. ww 382 265(5)! 
Industry & Tourism jai fe 12(=)i 
intergovernmental 

Affairs we. 3 2 /(-) 
Labour 66bvnaTr rs 42(1); 
Management Board 

Secretariat eee 9 16(1) 
Municipal affairs & 

Housing Te ae 88(1)! : 100(3) 
Nacural Resources 9oi 2U 48(-)1 ys 70(2) 
Northern Affairs Le mee 5 6( 1) : 6(-) 
Revenue isl} ema orm Siz) x3 Sib (5) 
Solicitor General 864 1 i/ 55(3)! : 18(3) 
Transportation & 

Communications — 1725 | 80 UNS) : 67(6) 
Treasury & Economics 189 a 

i] 


— 10. eee 5. t2(-) 
: TES ie A 

TOTALS 1059 474057 ee goed Le ) 
(es) Accelerated Career Development initiatives undertaken as a result of the | 

Affirmative Action Incentive Fund program (and 1981/82 as indicated) are 
in brackets; this figure is included in the total number of initiatives. 
ls Number and percentage of women is Dased on Table 1 information in this re| 

and the 1981/82 report. 

As a result of re-organization, the Ministr iti ip & i 
2° She eee pant y of Citizenship & Culture is «© 
Ministry in i952/83, and the Ministry of Culture & Racteation is no longel 
valid Ministry after 1981/82. 
5. industry & Trade (and Tourisim & Recreation) had not developed separate da 


bases when the MBR was developed; there i i . 
indus ty & TQhe] oi oped; therefore, this report stil lrefleeus 


28,741 


TABLE 7B: DISTRIBUTION OF ACCELERATED 
CAREER DEVELOPMENT INITIATIVES MET BY TYPE 


SECONDMENTS 
SEs FULL/PART- TIME SPONSORSHIP OF SPECIAL STAFF DEVELOPMENT 
{0m JOB ROTATIONS 

((—] ON-THE-JOB TRAINING 

MME PLACEMENT IN ACTING POSITIONS 


TABLE 7Cs DISTRIBUTION OF ACCELERATED 
CAREER DEVELOPMENT INITIATIVES MET 
BY PRIORITY AREA 


1.22 12. 72 


20. 92 


Qu SKILLED AND SEMI-SKILLED TRADES/ SERVICES 
(EEE TECHNICAL SPECIALIST 

(oz PROFESSIONAL SPECIALTIES 

ENTRY-LEVEL MANAGEMENT 

Co] MIDDLE MANAGEMENT 

Ss EXECUTIVE POSITIONS 
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1 


TABLE 8A: EXECUTIVE COMPENSATION PLAN BY LEVEL AND SEX 
(Plus Deputy Ministers) March 31, 1983 


FEMALE WOMEN AS A % 
OF LEVEL OF ECR 


TABLE 8B: DISTRIBUTION OF EMPLOYEES IN EXECUTIVE COMPENSATION PLAN BY SEX 
(Plus Deputy Ministers) 


1 
TABLE 8C: EXECUTIVE COMPENSATION PLAN COMPETITION SUMMARY 


VACANCIES FILLED \ 
BY COMPETITION: # APPLIED # INTERVIEWED 


} 
1980/81 ah 2348 Tein Oda 7.0 
AS A % OF 
# APPL. 1.9 2.2 1 Yo Uae 1561 
1 \ 
1981/82 23 8 25.8 \ 1249 310 19.9 , 164 62 27.4 
AS A % OF ; 1 
# APPL. 1.8 2.6 ! Usa 20.0 
" ' 
1982/83 48 6 Tesla ZOOS 283 9.6 4 451 37 726 
Sais OF ' 
# APPL. 1.8 201 | 1649 1361 
1. Figures here were provided by the Office of Senior Appointments and Compensation of 


Civil Service Commission, and include Ministries, Agencies, Boards and Commissions. 
26 Figures indicate positions held, not vacancy complement. 
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TABLE 9 NUMERICAL PLANNING TARGETS 
1982/83 1981/82 
MINISTRY PLANNED 


PRIORIT i: AS OF |MET BY MAR. 


Agriculture & 
Food 
Att. General | 
citizenship & 
Culture 
Civil Service 
Commission 
Comm. & Social 
Services 
Cons. & Comm. 
Relations 
Corr. Services 
Culture and 
Recreation 
Educ./Coll. & 
Universities 
Energy 
Environment 
Government 
Services 
Heal th 
indus age 
Touris 
Intergov. Aff. 
Labour 
Management Bd. 
Mun. Affairs 
& Housing 
Nat. Resources 
North. Affairs 
Revenue 
Sol. General 
Transport. & 
Communic. 
Treasury & 
Economics 


TOTALS 263(+12}) 226(+12)| 248(+18) re 109.7 Sea 2644 


(*) Non-formula targets, which are reported separately in brackets, are shown only for n 

istries with no or only one formula target in 1982/83, or no formula target in 1981, 

me Lee i See and/or availabilities can preclude formula targets. 
nistry of Culture and Recreation no longer exists; through re- 

of Citizenship and Culture was created. asia oe 


Ministries of Industry & Trade and Tourism & Recreation did not have separate data { 


at the start of the fiscal year; th ing i ini 
and Goteiem (ronson? /aas. y erefore, reporting is for the Ministry of Indust 


= ks = 


TOA: PERCENTAGE: DISTRIBUTION OF 
NUMERICAL PLANNING TARGETS MET 
BY CHOICES OF SCERITORTLLES—=41)--FOR 1982/8s 


gummy SKILLED AND SEMI-SKILLED TRADES/SERVICES 
EEE TECHNICAL SPECIALIST 

PROFESSIONAL SPECIALITIES 

ENTRY LEVEL MANAGEMENT 

Co] MIDDLE MANAGEMENT 


(i> REFER TO ‘MINISTRY IMPLEMENTATION REQUIREMENTS’ OF THE AFFIRMATIVE ACTION 
PROGRAM DIRECTIVE ON PAGE 4-55-1 OF THE APPENDIX TO THIS REPORT 


10B: NUMERICAL PLANNING TARGETS 
FOR HIRES/PROMOTIONS FOR WOMENs 
REASONS THAT TOTAL NUMBER OF PRIORITY TARGETS WERE NOT MET 


35. 8% 


qugmmm LACK OF HIRING OPPORTUNITIES 
LACK OF QUALIFIER FEMALE APPLICANTS 
FEMALE NOT BEST QUALIFIED CANDIDATE 


C—] OTHER 


he 


TABLE LL 


STAFF TRAINING AND DEVELOPMENT 
SERVICE-WIDE COMPARISONS* 


1981/82 1982/83 
MALE FEMALE MALE FEMALE 
Participants: 31,731 27,731 46.6% 36,659 33,184 47, 


% Change: 8.9% dec. 0.7% inc. 2.5% inc. | 15.5% inc 19.7% inc. 0.9@mmm 


54,075,167 $1,869,250 31.4% 


$ Spent: $3,745,9562 $2,2965390 38. 


L0Z- ine 20s eAine 12 oe Inc. 831% dec 22.9% inc. 6.6% am 


% Change: 


$ Spent/Partic.: $128.43 $67.41 -- $102.18 $69.20 


20.4% dec. ch. Cay emine -2 
1 vero natu’ ov soveeel 2osau 


% Change: | 20.8% inc. 19.8% inc. -- 

nee Bes Alm ae 

i. These details have been summarized from 22 ministries'Staff Development 
Reports (all. ministries that provided a breakdown of participants and 


dollars by males and females). Those providing only a total (male plus 
female) for (one of) participants and/or dollars are not included. 


TABLE 12 
SERViCE-WIDE SUMMARY OF RESOURCES USED FOR AFFIRMATIVE ACTION 
§ RESOURCES: DiRECT iNDIRECT W.C.E.0. 


$1,841,310 $65,522 $275,400 
#$300;000 Aj Avleh m= 


= Total of $2,482,232; based on 28,895 women in the 0O.P.S., 
the ratio is approximately $86. per woman 


* For further detail see Table 7A description. 


STAFF RESOURCES: Full Time Part Time 

Proyram Managers: 16 7 | 
Program Assistants: 20 6 

Secretarial; 9 15 

\WoGuE. O25 


7 full time staff) 
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CHAPTER 5 


INTRODUCTION TO THE MINISTRY 


AND CROWN AGENCY CHAPTERS 


INTRODUCTION TO MINISTRY CHAPTERS 


The format for the i982/83 Annual Report reflects the information being 
collected and reported by the ministries as required by the latest Directive on 
the Affirmative Action Program for Women Crown Employees. In response to this 
directive, which took effect April i, i980, and continuing with the Government's 
Management-by-results system, each Deputy Minister is required to submit 
specific year-end information to the Women Crown Employees Office. 


The Wotnen Crown Employees Office is grateful to those who have contributed to 
this report, and to those who have supported the Affirmative Action Program 
during the 1982/85 fiscal year. 


Brief descriptions for the headings found in each Ministry chapter are listed 
below: 


Total Number of Employees in the Ministry 


This figure refers to the number of ciassified employees within the Ministry as 
of March 31, i983, excluding vacancies. 


Women's Share of Ministry Employment 


These figures reflect the number of female classified staff in the Ministry (as 
of March 31, 1983) and the percentage of Ministry employees women represent. 


Women's Share of Female OPS Employment 


This percentage reflects the representation o. tne Ministry's female classified 
staff out of the total number of women in the Ontario Public Service (OPS). 


Salary Distribution 


This section examines and compares the averace salaries of women and men in the 
Ministry. Indicators are the percentage c! “ference im average salaries and — 
changes in the wage cap from 1981/82 to 1987/83. 

In two ministries’ chapters, the average salary re ted is slightly different 
from that listed in Chapter 4, Table 3: Average Sa:ucy by Ministry and Sex. 


These differences are the result of separating ‘74 “ata “rom the two central 
organizations reporting to the Chairman of the Management Board of Cabinet. 


Three ministries were newly formed during the 1982/83 fiscal year and therefore 
report on their average salaries for March 3, 1983 only. 


ao ae 


Accelerated Career Development Initiatives 
Accelerated Career Ue ee 


This section, following a similar format to that used in 1981/82, shows the 
number of initiatives undertaken by the Ministry for its women, indicating bot 
those initiatives carried out under the Affirmative Action Incentive Fund 
program (whether or not the Ministry actually claimed against the AAiF at year 
end), and all other ACD initiatives. The percentage of Ministry women this 
represents is based on the total number of initiatives. In this year’s report 
a line has been added to indicate any ACDs that the Ministry was able to provi 
for women from other ministries (these are counted with the "home" ministry of 


the participating women). 


Accelerated Career Development Initiatives include on-the-job training, job 
rotations, secondments, "acting" placements and full sponsorship of special 
staff development. See also the Appendix to this report, Page 4-50-2 and-3. 


) 


Breakthroughs 


A breakthrough has been defined as "a hire, transfer, promotion and/or 
reclassification which contributes voward improving the ministry's occupationd 
status/distribution." As this could be interpreted to mean any hire/promotion 
in an under-represented class, the total number of breakthroughs for each 
ministry is equal to the number of women hired/promoted as recorded on that 
Ministry's table. This total is broken down into two separate figures: 


a) "First woman or one of very few women at a level or a particular positi 
within a level" is a number based on the Ministry's submitted list of positior 
filled by women for the first time (classified positions only, and excluding 
contract staff und/ur Executive Compensation Plan employees who would also noi 
be included in the Ministry hire/promotion data). 


b) “all other vacancies in under-represented classes filled by women" 
includes the number of women hired/promoted that were not listed in a), to 


produce a total equal to the total number of hires and/or promotions (includit 
waivers). 


See Descriptive Summaries on page 50. 
Allocation of Resources 


Tne allocation of Ministry funds to carry out the Affirmative Action Program | 
listed as two separate types: Direct Resources are those funds allocated 
directly to the A.A. Program; Indirect Resources refer to those sources of 
funding provided by other areas within the Ministry, e.g. Regional employees 
attending A.A. workshops or conferences where fees are paid by their managers 
staffing such as shared secretarial assistance where the salary costs come fr 


the source branch's budyet and summer student assistance where salary costs a 
not billed to the Ministry. 


Staff Training and Development 


This section follows a similar format to that used in 1981/82, when basic 
indicators were standardized. Statistics on participants have been taken fro 
the Staff Development Report forns for 1982/83 as prepared by the ministries. 
Two percentaye calculations are standardized for all Ministries as in the 
198i/82 Status of Women Crown Employees Annual Report: comparison of female 
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participants to the total number of ministry participants and to the total 
female population of the ministry. Notes on any trends, changes or specific 
information relating to the Ministry's experience in staff development are then 
included in the Staff Training and Development Highlights, which follow the 
Ministry Table. t2 


Occupational Distribution of Women in Ministry and 
Hire/Promotion Progress Report in Under-Represented Classes 


This table was expanded in 1981/82 to display more information on women's 
occupational status, as well as specific competition data. 


Tne table shows the numerical distribution of feimale staff and their percent 
representation in each module (manayement positions) or category (bargaining 


unit positions) as of March 31, i983, and the corresponding percentage from 
March 31, i982. 


This table also documents women's experience in the selection process for 
filling vacancies in the Ministry during 1982/83. The vacancies reported here, 
by module and category, represent only under-represented Classes (where women 
are less than 30% of the population) and include Waivers of Competition (for 
Management Modules) and surplus placements (for bargaining unit positions, as 
per Article 24 of the Collective Agreeiient). The nuinber of vacancies filled in 
1981/82 are also shown, by module and category. 


For vacancies filled by competition, the table also shows, by sex, the number of 
applicants, those applicants considered qualified and those interviewed. The 
last three columns show the number of females hired, and the percentage this 
number is of the total hires in the module or category, plus the corresponding 
percentaye in 1981/82. 


Inventories 


Any inventories reported by the Ministry's Affirmative Action Program are 
described here. 


Summaries of the various types of inventories (as well as data base information 
and breakthroughs) provided by ministries are included on pages 50,5land 52 
at the end of this chapter. 


Regional Delivery 


Ministries that have a regional delivery aspect to their Affirmative Action 
Program provide comments here about the types of activities undertaken for their 
women in regions outside the Metropolitan Toronto area. 


Highlights of Ministry Affirmative Action Program 


Ministries were asked to use this section to describe any elements of their 
Ministry Program they wished to highlight and that were significant to the 
Ministry's or corporate Affirtiative Action Proyram goais. This section was also 
used to report any hires or promotions considered by the Ministry to be 
particularly significant, including details on the breakthroughs counted in the 
Breakthrougns section described earlier. 


=5,5 Oa 


INTRODUCTION TO AGENCY CHAPTERS 


The Ayency chapters differ frou Ministry chapters in format and content, since 
cheir reporting Wechanism varies from chav used by ine Ministries. Agencies 
were asked to provide any information similar tO Wilat was being provided by 
ministries, if they were able vo do so. 


DESCRIPTIVE SUMMARiES 


There is a wide variety of information reported by the ministries for any aspect 
of tne Proyram because each Ministry created individualized initiatives to meet. 
both the Ministry needs and the Program requirements. The following summaries 
are consolidations of the various descriptions for "data base," "inventories" 
and "breakthroughs" in the Ministry chapters. 


I Data Base 


A basic requirement of the Affirmative Action Program, a data base is a set of 
pertianent information files available to satisfy the data processing and 
information needs of the organization. Dependant upon individual program 
requireiients, daia bases are established and maintained by each Ministry, with 
the ministry personnel offices collating any addicvional information shared with 
che Affirmative Action Program. Core information fro the computerized 
Personnel/Payroll system, on items such as classifications by sex, salary 
distribution by sex, etc., 1s provided to the ministries by the Women Crown 
Employees Uffice. 


| 
The content of these data buses 1S not CO-ordinated and the information retaineg 
is quite diversified, altnouyh there are similarities. Staffiny movements and 
eiployee job status data are maintained in statistical reports from the 
personnel branches, while tore detailed information on certain job categories of 
particular interest to a certain Ministry is compiled, such as data on women in 
the Tax Auditor and Property Assessment series and staffing changes/populations 
in the computer systems area. AS well, at least one ministry maintains 
information files on enrollments/yraduates from Resource Management courses in 
Ontario universities and community colleges. 


This information is essential for proyram design, implementation and 
evaluation. it provides the background for analysis of the coinpetition process, 
Occupational distribution, course participation, classifications and 
participation rates for women, salary differentials and career development 
activities. In addition to assisting ministries in evaluating and selecting 
priority areas for the targetting component of the M.B.R., and developing 
Miniscry Affirmative Action strateyies and procedures, these data bases also 
provide the information required by the Women Crown Employees Office for the 
Annual Report on the Status of Wonien Crown Eiployees. 


Il inventories 


inventories, lists of women designated by career-related information, are 


Maintained by most ministry Affirmative Action Proyraim offices. Reports sugges 


———————EEE 


=e 


a tendency to access the general Human Resources inventories maintained by the 


personnel branches. Although many of these lists are automatically maintained 
by the Ministry, participation remains mainly voluntary, thus participation 
depends upon the individual initiative of the female employee. 


Depending on the individual Ministry program needs, a variety of information can 
be contained within these inventories. Many ministries maintain inventories 
containing data on female civil servants who: are working in under-represented 
classes or non-traditional positions (including Senior Women); possess either an 
interest in or potential for non-traditional positions; and/or have expressed an 
interest in on-the-job training opportunities or other Accelerated Career 
Development assignments, such as job rotations and secondments. 


As yet, the most commonly maintained inventories are related to career 
development and Senior Women. 


These lists, many of which are computerized, contain participant information 
such as classification levels (updated when applicable), educational / 
occupational backgrounds and career goals; additional detail often extends to 
analysis of necessary requirements to imeet these ambitions. One ministry 


reported a cardex tracking system in operation to complement the system. 


These inventories are utilized by the Affirmative Action Program Manager and 


Ministry management as an information source to identify potential candidates 


for courses, Accelerated Career Development initiatives, secondments, task 


forces, committees and selected competitions. Inventories are also listed for 


tracking female participants of past Accelerated Career Development Situations 


‘and are valuabte in succession planning as well as the preparation of 


Affirmative Action branch plans and activities. 


III Breakthroughs 


A "breakthrough" is defined as “a hire, transfer, promotion and/or 
reclassification which contributes toward improving the ministry's occupational 
status/distribution". The ministry chapters indicated the number of hires or 


‘promotions that the ministry identified as breakthroughs; ministry highlights in 
‘many instances have further detail about these. 


This is the first year ministries have provided specific listings of 
breakthroughs. For the past three years, ministries had the option of 
mentioniny breakthroughs as a “highlight”. There were some difficulties in 
generally summarizing the positions and/or levels recorded by ministries, as 
often a job title was used rather than a classification level. Another 
difficulty occurred in comparing data to previous years. 


The total for all ministries is 115, based on each ministry chapter indicating 
the number of breakthroughs under the heading “first woman, or one of very few 
women, at a level or a particular position within a level." There is no 
comparable data from previous years, as not all ministries provided 


information. Of the 115 breakthroughs in 1982/83, 84% could be assessed for 


location and/or classification: 


. 60% were in management modules, primarily Administrative and Professional 
Modules 


= 52-7 


_ of those in bargaining unit positions, 50% were in Administrative Services 
and Office Services Categories . 


_ the remainder (50%) of bargaining unit breakthroughs were divided among 
Maintenance Services, Scientific and Professional Services and Technical 
Services Categories 
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MINISTRY OF: AGRICULTURE AND FOOD CHAPTER 6 

Total Number of Empioyees in che Ministry: 1,468 
Wotten's Share of Ministry Eipioynent: 35.4% (520) 

Women's Share of Female OPS Employnenc: 1.8% 


Saiary Distribution 


Women's average Salary 1981/82: $17,980. 
1982/8.: , $20,496. 
An increase of 14.0%. 


Men's average salary £9G1/823 $25,702 
1982/85: $28,890. 
An increase of 12.4%. 
Women's average salary was 70.9% of men's in 1982/83 (compared to 70.0% in 
1981/82), for a decrease in the wage gap of 0.9%. 
Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 
(plus: indirectiy due to AAIF) -- 


Uther ACDs: 40 
Total number of initiatives undertaken ia Cea 

by Ministry women: 44 
% Of Ministry women this represents: 8.5% 
Additional ACDs provided for women from other Ministries: 2 


~ Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: rnp Sm ba 
Dd. All other vacancies in under-represented classes 
filled by women: Di 5 
(Total represents “a" pius "b" above. See Table on 
following page for further detail.) TOTAL i 
Allocation of Resources: Direct: 369,601. Indirect $160. 


Staff Training and Development 


- Number of participants: 7)Or Men? 251 
# of Women : 148 
- Females as a % of total participants: 37.1% 


- Female participants as a % of Ministry females: 28.5% 
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AGRICULTURE AND FOOD 


Staff Training and Development Highlights 


Staff training and development was encourayed both invernally and 
externally. External job training included educational institutions such as 
“universities and colleyes, internal job training involved career enrichment 
conferences and affirmative action seminars. In addition to the data 
presented one woman spent 60 days of leave with pay to work on research for 
| her PhD thesis. 


Overall participation in staff development decreased due to general 
constraints, however, the proportion of women's involvement in staff training 
and development has increased from 20.5% in 1975/76 to 57.1% in 1982/83. 
Compared to 1981/82, the percentage of women involved in staff training and 
development courses of all types decreased by 2.5%. Fiscal constraints 
resulted in women being reduced to using 29.3% of the staff training dollar 
compared to 40% last year. This is 6% less than the percentage women 
represent in the Ministry. An average of $184.47 was spent for each female 
participant in staff training and development. This figure represents 70.4% 
of the $262.01 spent for each male course participant during 1982/83. This is 
due to the fact that fee support for courses taken by men (who were higner in 
the ministry organization) were inore expensive than those that were caken by 
women (who were usually at a lower level in terms of skill and the 
organization). 


Statistics analysea do not include staff development for regional meetings or 
branch conferences. In several branches all staff attend such conferences. 

| Including the participation of women in Affiritative Action Seminars, Courses 

and Workshops, there were 229 women participants. Women then represent 47.8% 
of the total participants in all types of courses etc.; 44% of the Ministry 

| women participated in staff training and developnient of some type. 


| Over 100 women registered for reyional and head office workshops presented by 
_both the Affirmative Action Council and the Affirmative Action Program Co- 
ordinator. Ministry proyrams focused on career development through sessions 
on accounting careers and careers for secretaries. Seminars focused on 

) interview skills, assertiveness training, human riyhts and changing technology 
in the workplace. 


inventories 

The Ministry maintains three types of inventories: 

(1. Wotien with Potential for Non-Traditional] Positions 

| This inventory lists all women in the Ministry who have demonstrated both 
| the interest and ability to move into careers in administration, 

| llanagerial, professional, technical or operational positions where women 


represent less than 30% of the occupational class. Nominations came from 
branch directors. 
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2. Women in Non-Trauitional Jobs 


inciuded in this inventory are all women employed in non-traditional jobs 
whether in the technical, professional or managerial fields. Career 
development forms provide a basis for the new inventories for both 
developmental assignments desired by Ministry women and for the 
occupational levels of women interested in career development. 


3. Senior Women in OMAF 


An inventory listing of all women above AM 17 level, and those in . | 
Imanagement postition in the Ministry. Periodically, these women meet to) 
discuss relevant issues; they also attended three seminars for women in 
Resources Development Ministries. (The Proyram Co-ordinator organized 
first one of these.) . 


Regional Delivery 


Women in County Uffices, Regional Labs and Agricuitural Colleges attended 
Reyional workshops administered by the Regional Delivery Task Force. The 
Ministry's Affirmative Accion Program Co-ordinator has also conducted a numb¢ 
of skill and career advancement seminars, on topics such as assertiveness 
training, resume writing and interviewiny. There were also follow-up 
conferences for women in non-traditional careers. In a further attempt to @ 
women within the Ministry to progress in respect of their career goals, othe 
courses included "Career Planning Strategies and Networking’, "Strategies TO) 
Career Advancement" and "Women in the Changing Workplace", to promote . 
awareness about the Affirmative Action Program and about women in the futu 
workforce. 


Highlights 


The Ministry set 13 hire/promution targets. Due to a Ministry freeze on @& 
hiring, targets were revised to 9 at mid-year. Ten targets were achieved, 0) 
carget which had been revised downward was met later. 


an analysis of hire/promotion data reveals that overall, there was a positi 
impact on women in the eligibility and the interview stages of recruitinent. 
Men and worlen were qualified, interviewed and hired in the same proportion. 
Women were hired at only 1% below the percentage of applications. Hiring 
initiatives undertaken to increase the proportion of women within non- 
traditional areas, included experience '83 Program Managers hiring women 
students in 47% of the 500 non-traditional agricultural positions. 


In the past two years, the distribution of women in the Administrative Modul] 


increased from 15.2% to 35.2%, so that women are no longer under-represente 
in the module. 4 


Breakthroughs included six women moving into the under-represented classes; | 
eleven firsts at a particular position within a level and one woman the fir 
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Farm Assistance Programs, Co-ordinator of Special Services, District Manager 
of Fuodland Preservation, Exec. Assistant to the Deputy, Senior Policy 


Analyst, and Policy Co-ordinator. Three senior secretaries were promoted to 
entry level management positions. 


The Program Co-ordinator facilitated various developmental assignments, 
including four assignments using the Affirmative Action Incentive Fund. She 
has assisted managers and counselled women in planning career development, job 
enrichment, secondments and job rotations.The Ministry Supported developmental 
assignments by enabling 44 women to undertake career developments. Career 
‘development for women was also provided on a part-time basis; this included a 


personnel clerk who was assigned to accounting while Studying registered 
accountancy. 


‘To facilitate the results of tne Affirmative Action Program, the Program Co- 
“ordinator met with the Deputy and Senior Management as often as required. 
‘Senior Management continued to support the Affirmative Action Program. The 
Deputy circulated a Ministry Policy to all employees on Sexual Harassment. 

Tne Head Office's Information Committee and the Affirmative Action Advisory 
Council met quarterly to provide input to the Affirmative Action Program. The 
“Affirmative News" newsletter highlighted career development. Noon hour 
sessions focused on relevant career issues. 


The Prograin Co-ordinator served on the Executive of the Affirmative Action 
Council, the Public Relations Task Force and chaired the Ad Hoc Committee on 
‘Outreach and assisted the Regional Delivery Task Force. 
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MINISTRY OF: THE ATTORNEY GENERAL CHAPTER 7 
Total. Number of Employees in the Ministry: 3 30215) 
Women's Share of Ministry Employment: 69.0% (2,217) 
Women's Snare of Female OPS Employnient: 7.7% 


Salary Distribution 
Women's average salary 1981/82: $18,094. 
1982/83: $20,497. 
An increase of 13.3%. 
Men's averaye salary 1981/82: $29,142. 
1932/7863 oS2aue. 
An increase of 10.5%. 


Women's average salary was 63.7% of men's in 1982/83 (compared to 62.1% in 
1981/82), for a decrease in the wage gap of 1.6%. 


Number of ACD initiatives under the A. A. Incentive Fund 3 
(plus: indirectly due to AAIF) 1 


Other ACDs: 194 


Total number of initiatives undertaken 
by Ministry women: 198 


4 of Ministry women this represents: 8.9% 


Additional ACDs provided for women from other Ministries: = = 


break throughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: as aaenoe 
b. All other vacancies in under-represented classes i 
filled by women: Does le 
(Total represents "a" plus "b" above. See Table on 


following page for further detail.) TOTAL ly 


Allocation of Resources: Direct: $128,300. Indirect $3,900. 


Staff Training and Development 


- Number of participants: f On Mena 712 
# of Women : 820 
- Females as a % of total participants: 53.5% 


= -Fenahe parti cipantsads. ae. of Ministry females: 37.0% & 
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THE ATTORNEY GENERAL 


Staff Training and Developient Higniighcs 


Women comprised 55.5% of participants in staff training and developmeny 
courses. This waS an increase of 2.2% over 1981/82, when women formed 51.3% 
of total participants. 50.6% of the training dollar was expended on female 
enployees, an increase of 4.2% over 1981/82. | 
An increasing number of women participated in managerial /supervisory 
training: 280 women, which was an increase of 70 women over 1981/82, 
developed knowledge and skills in this area. 


From August 1981 to March 1982, the AAP sponsored 68 women to attend regional | 
delivery workshops conducted by the Affirmative Action Council. | 


\ 
In conygunction with the Human Resources Branch, the Affirmative Action cron 
sponsored 11 woiten und 9 ticn to attend the interviewing skills course for 


managers. The AAP sponsored 2U women to attend the Ministry's Management 
Development Program. 


Inventories 
inventories/Analyses are tiaintained in the following areas: 


a. Occupational Groups: Male and female representation as crown attorneys © 
and assistant crown attorneys, registrars, sheriffs, administrators and + 
assistant administrators of the provincial court (criminal and family 
division); 


¥ 
Fi 


b. Executive Positions: Men and women who occupy pusitions listed on the y 
Executive Position control Schedule (e.g. executive category and legal 
directors); P 


c. Female Lawyers within various branches of the Ministry; 


d. Un-Job Training: Men and women who are involved in acting appointments, | 
secondments, rotations, etc.; Be 


€. Career Counselling: Women who have requested career counselling; these | 
women are notified of vacancies ur upcoming training opportunities. 


Regional Delivery 


The Affirmative Action Program produces a monthly newsletter which is sent to 
Managers and Affirmative Action representatives. On the job training and 
microtechnology sessions were held for Affirmative Action representatives, an 


skill development workshops were neld for 117 Ministry women across the 
province. 


The Affirmative 


ae! Action Program also sponsored 68 participants in the regions — 
OF S 


Regional Delivery Workshops put on by the Affirmative Action Council | 
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Higniights 


The hiring,prowotion of / women to the level of Legal PM 19-20, and 6 wonlen to 
the icvel of Legal PM 21-24, resulted in the respective gains in the 
representation of women of 1.2% and 5.5% at these levels (over June 1981 
figures utilized in 1981/82 MBR). These contributed to a 2% increase in the 
Professional Module, with a year-end female representation of 19.3%. 


The representation of women in the Administrative Module increased 0.3% to 
39.6%. In the Administrative Services Category, a 0.3% increase resulted in 
women's representation reaching 38.1%. Although this category and module 
remain under-represented service-wide, the Ministry representation of women in 
these areas has for sonie years exceeded the minimum level of 30% as identified 
oy the Affirmative Action Program. 


A mceting of women in middle and senior management, and a meeting of female 
lawyers, were held to enable these groups to have input into the planning of 
the Affirmative Action Program. One result was the subsequent Affirmative 
Action rcvicw of the merit increase and promotion process as conducted by the 
-awyers Salary Committee. 


The Affirmative Action Program sponsured 20 women to attend the Ministry's 
Management Development Program, and il female and 9 male managers to attend 
the Ministry's Interview Skills training program. 


Affirmative Action policy and prucedures for formulating Affirmative Action 
*Jans at the branch level were developed for implementation in 1983/84. These 
ire to be included in the Ministry's administrative manual. Directors were 
wovided with an occupational analysis of their employces and a staff training 
ind development report to assist them in planning. 


the Affirmative Action Program Manager served as Vice-President of the 
\iffirmative Action Council, and participated in the impact of New Technology 
fask Force, the Ad Hoc Committee on the Administrative Support Group 
rlassification Standards Review, and the WCEO Committee on the Affirmative 
ction incentive Fund. The Program Assistant participated in the Regional 
kelivery Task Force. 
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MINISTRY OF: CITIZENSHIP AND CULTURE 


NOTE: 


CHAPTER 8 


This Ministry is one of three "new" ministries constructed from — 


the re-alignment of the Ministry of Industry and Tourism and the 


Ministry of Culture and Recreation. 


The data accumulated during 
this year of transition, has no previous years’ information for use — 


as comparisons, although some comparisons have been made, where the 


Program Manager felt it was appropriate. 


Total Number of Employees in the Ministry: 
Women's Share of Ministry Employment: 
Women's Share of Female OPS Employment: 


Salary Distribution 


Women's average salary 1982/83: $23,014. 


Men's average salary 1982/7837 “$25, 070% 
Women's average salary was 80.5% of men's in 1982/83. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. 
(plus: indirectiy due to AAIF) 


Incentive Fund 


Other ACDs: 


Total number of initiatives undertaken 
by Ministry women: 


% Of Ministry women this represents: 


Adaitional ACDs provided for women from other Ministries: 


Breakthroughs 


a. First woman, or one of very few women, at a level or 
a particular position within a level: 
b. All other vacancies in under-represented classes 
filled by women: 
moo 


(Total represents "a" plus "b" above. 


See Table on 
following page for further detail.) 


Allocation of Resources: Direct: $3305265 Indirect 
Staff Training and Development 
- Number of participants: # of Men 


# of Women : 


Fellales as a % of total participants: 
~~ Femalie-sarticipantssas a % of Ministry females: 


555 
48.5% (269) 
0.9% 


128 


65.6% 
47.6% 
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CITIZENSHIP AND CULTUR 


Staff Training and Development Highlights 


The participation rate of Ministry women employees in Staff Training and ; 
Development was 47.6% in 1982/83. (Compared to 42.9% for the Ministry of 
Culture and Recreation in 1981/82, this would be an increase of 4.7%.) OF the 
female participants, 28.9% belonged to the Office Services Category in : 
1982/83; compared to M.C.R. in 1981/82, this would represent an increase of 
1.4% (from 27.5%). In 1982/83, 65.5% of total S.T. & D. expenditures were 
allocated to women employees which would represent a 1.5% increase over M.C.R 
expenditures in 1981/82 (from 64.02). 


Inventories 


The Ministry maintains several inventories: The Inventory of Senior Women — 
identifies all women in Executive and Management Compensation Plans, by class 
levels. Another inventory lists women in feeder groups to management and 
executive compensation plans from level 15 and above, for contact when 
positions at the senior levels are advertised. 


There is one inventory used to track women who have undergone accelerated 
career development initiatives, plus two skeleton inventories which list 
Ministry women in non-traditional jobs and under-represented classifications, 
and Ministry women who have expressed interest in acd initiatives through the 
Ministry's Work Planning and Performance Review Process. ; 


Regional Delivery 


Women in the regions are sponsored to attend AAC workshops and other events. 
Affirmative Action material and publicity for events/courses of interest are _ 
sent to the regions when appropriate. Counselling is available to regional 
women by telephone and mail. 


Highlights 


Senior management demonstrated their commitment to the Affirmative Action 
Program by taking it into consideration when planning executive and senior 
staff moves, including women in executive rotations and appointments. This 
resulted in four Ministry breakthroughs for 1982/83. 


As of March 1983, women held 29.2% of Ministry executive positions. 


An Affirmative Action Program Guidebook was designed for distribution to all. 


Branches and Regional offices of the Ministry during the information sessions 
planned to take place in the next fiscal year. 


The Ministry reclassified one woman into an under-represented classification — 


in the Information series (at AM-19), thereby raising women's representation — 
above 30 percent in that group. 


- 65 - 


The highlights among the developmental assignments reported include one woman 
acting at the ECP 3 level, and another acting as an Exhibit Designer 2. No 


Ministry women are classified at the ECP 3 level, and corporately there are 
“none classified at the Exhibit Designer 2 level. 


MBR commitments for 1982/83 were based on a female population of 424 for the 
Ministry of Culture and Recreation. However, the Ministry of Citizenship and 
Culture was created through a reorganization before the MBR came into effect 
and as of March 1983, its female population was 269. Therefore, although the 
targetted accelerated career development initiatives and hire/promotion 
targets were not met, the Ministry actually performed well in these areas. 
“Most notably, eight out of ten planned ACD initiatives were carried out, 
-exceeding the minimum requirements. 
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MINISTRY: CIVIL SERVICE COMMISSTON CHAPTER 9 
Total Number of Employees in the Ministry: 179-8 
Wonen's Share of Ministry Employment: , 60.9% (109) 
Women's Share of Female OPS Employment: . 0.4% a 


Salary Distribution 

Wonen's average Salary 1981/82: $24,554. 
1982/8335 9$205501m 
An increase of 8.22. 

Men's average salary 1981/82: $36,744. 
1982/8354 3$383971. 
An increase of 6.1%. 


Wonen's average salary was 68.2% of men's in 1982/83 (compared to 66.8% ir 
1931/82), for a decrease in the wage gap of i.4%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund al 
(plus: indirectly due to AAIF) - - 


Other ACDs: 10 


Total number of initiatives undertaken 
by Ministry women: 10 


/ of Ministry women this represents: 9.2% 


Aaditional ACDs provided for women frum other Ministries: 4 


Break tnroughs 


a. Firse woman, or one of very few women, at a level or 


a particular position within a level: a=) ee 
b. All other vacancies in under-represented classes 
filled by women: Dee 
(Total represents "a" pius "b" above. See Table on 
foilowing page for further detail.) TOTAL a 
Allocation of Resources: Direct: $12, 892% Indi rectar 1S 24607 


Staff Training and Development 


- Number of participants: # of Men; o/ 
# of Women ; 105 


- Females as a % of total participants: 04.8% 
- Female participants as a % of Ministry females: 96.3% 
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CIVIL SERVICE COMMISS 


Staff Training and Development Highlights 


During 1982/83, C.S.C. women attended 9 Managerial/Supervisory courses, 53 
Professional/Technical Courses, 38 Interpersonal/Personal courses, and 5 
Secretarial/Clerical courses. The resulting participation rate for women wi 
-  §4.8% of courses attended by C.S.C. staff . . 

- 59.0% of person-days committed to staff development 

- 55.9% of all managerial and professional courses attended by 

CaS.U Stat ti 

- 49.1% of training dollars spent on courses and seminars 


There continued to be an emphasis on personnel training for C.S.C. women 
coupled with an increasing emphasis on computer training. 


Inventories 


A Career Summary Inventory is maintained for all Civil Service Commission 
(C.S.C.) employees. The inventory, which outlines the educational and 

occupational background of each C.S.C. employee, is used to assist managemel 
in making decisions about career development assignments. 


Highlights 


Tne Civil Service Commission's Affirmative Action Program continues to plé 
high priority on providing opportunities for women to move into senior off 
level and executive level positions within the Commission. Encouraging wom 
co move into these positions is achieved through promoting developmental — 
Opportunities for women both within the Commission and to line ministries. 


It is significant to note that women's average salary in 1982/83 increased 
68.2% of men's average salary from 66.8% in 1981/82, resulting in a wage ga 
decrease of 1.4%. This decrease reflects tne high number of women hired i 
1981/82 progressing through the saiary range for their class in 1982/83. 


In 1982/83, women were able to increase their representation in the Execut? 
Module from 8% to 17% and maintain their level of representation in the 
Administrative Module at 42%. Within the Personnel Administration group 


is the Commission's main occupational group, women are not under-represente 
dat any level. : 


Women were successful in 70% (33/47) of the competitions held in 1982/83, II 
above their representation in the Ministry. At the officer level, women we 
successful in 61% (19/31) of the competitions. At the senior officer level 
(AM-18 and above), women were successful in 55% of the competitions. Women 
won both of the developmental secondment competitions. 


The Commission had no formula hire/promotion targets in under-represented | 
classes in 1982/83. (1t must be noted that it is difficult to set targets 
these areas because they have small populations and low turnover.) Three 
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formula targets were established for important feeder classes to executive 
positions. These targets were met and, in fact, exceeded by one. 


The Commission exceeded its targets (by two) for providing women with 

accelerated career development assignments: five women in Office 
Services/Clerical Services received assignments (four targetted) and five 

women in Personnel and General Administration received assignments (four 
_ targetted). In addition, the Commission provided four women from other 
ministries with developmental secondment opportunities during 1982/83. 


The Affirmative Action Program Manager was the Chair of the Affirmative Action 
Council's Small Ministries Task Force which organized a Career Planning 
~ Workshop for support staff and 3 noon-hour seminars for senior women. 


i 
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MINISTRY OF: COMMUNITY AND SOCIAL SERVICES 


Total Number of Employees in the Ministry: , 
; - ae bee i 
Women's Share of Ministry Employment: 61.8% (6,431) 


Women's Share of Female OPS Employinent: 


Salary Distribution 


Women's averaye salary 1981/82: $18,196. 
1982/83: $20,598. 
An increase of 13.2% 


Men's average salary VISE LOZ SAl iSite 
1982/8372. 323 ,8/62 
An increase of 11.4% 


Women's average salary was 86.3% of men's in 1982/83 (compared to 84.9% in 
1981/82), for a decrease in the waye gap of 1.4%. 
Accelerated Career Developiient initiatives 


Number of ACD initiatives under tne A. A. Incentive Fund 
(plus: indirectly due to AAiF) 


Other ACDs: 


Total number of initiatives undertaken 
by Ministry worien: 


% Of Ministry women this represents: 


Additional ACDs provided for women from other Ministries: 


Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: ai 
b. All other vacancies in under-represented classes | 
filled by women: De 
(Total represents "a" plus "b" above. See Table | 
on following page for further detail. } TOTAL 
Allocation of Resources: Direct: $157,000. ING irecie yin 


Staff Training and Development 


- Number of participants: # of Men 
# of Women : 1 


=’ Femalesias a 4 of cotal participants: 
- Female participants as a % of Ministry females: 
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COMMUNITY AND SOCIAL SERVIC 
a 


Of the female participants, 4.4% were registered in managerial /supervisory 
courses, 83.5% in technical/professional courses, 10.2% in 
interpersonal/personal courses, and 1.9% in secretarial/clerical courses. 
the money spent on training in 1982/83, 60.6% was spent on women. 
There was an overall increase of 48.9% in the total number of participants 7 
Staff Training and Development from 1981/82: the number of male participant 
increased by 46.6%, while the number of female participants increased by 


50.1%. 


Inventories 


A senior women's inventory (for women in pay grades 18 and above) was 
established in December, 1979. Information is kept on the employee's name, 
position, education, experience, career aspirations, strengths and 
weaknesses. An assessment is also provided by each individual's manager 
regarding the employee's career potential and developmental needs. The 
inventory may be accessed by management to staff task forces, committees, 
temporary assignments and selected competitions. (This inventory is being 
reviewed in light of the fact that a Ministry manpower planning process and 
inventory is now being developed. ) 


Regional Delivery 


Responsibility for program delivery in the regions rests with local 
management, with continual support from the Affirmative Action office in 
providing advice, presenting workshops, counselling employees and co- | 
ordinating local initiatives. A Regional Advisory Committee also exists to 
ensure adequate liaison between regional management and the Affirmative Acti 
office. 


Highlights 


During the early part of the year, emphasis was placed on increasing awarene 
of the Program and in clarifying the mandate and role of the Affirmative 
Action office. An audio-visual presentation which was developed in 1981/82 
was shown across the Province and 23 career planning workshops were presente: 


by the Affirmative Action Officers to Ministry employees, with individual 
follow-up counselling sessions. 


Increased emphasis was placed during the year on the impact of microtechnolo 


and a workshop to familiarize employees with this issue was developed and Ni 
be presented in 1983/84. 
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PRINISTRY OF: CONSUMER AND COMMERCIAL RELATIONS 


Total Number of Employees in the Ministry: 
Women's Share of Ministry Employment: 


‘Women's Share of Female OPS Employment: 
alary Distribution 
Women's average salary 1981/82: $16,708. 


1982/83 4 $182931'. 
An increase of 13.3%. 


en's average salary 1981/82: $25,195. 
1982/83: $28,081. 
An increase of 11.5%. 


| 1981/82), for a decrease in the wage gap of 1.1%. 


ccelerated Career Development Initiatives 


umber of ACD initiatives under the A. A. Incentive Fund 
Aplus: indirectly due to AAIF) 


i tl er ACDs: 


Total number of initiatives undertaken 
_ by Ministry women: 


% of Ministry women this represents: 


dditional ACDs provided for women from other Ministries: 


Break throu hs 


First woman, or one of very few women, at a level or 
a particular position within a level: 

All other vacancies in under-represented classes 
filled by women: 

(Total represents "a" plus "b" above. See Table on 
following page for further detail.) 


location of Resources: Direct: $94,988. Indirect 


aff Training and Development 


[= Number of participants: # of Men 
# Of Women : 


|= Females as a % of total participants: 
Female participants as a % of Ministry females: 


CHAPTER 11 


1,708 
62.4% (1,066) 


3.7% 


omen's average salary was 67.4% of men's in 1982/83 (compared to 66.3% in 


ann 4G 
b.. 8 


IOLA Pe 
$10,020. | 


263 
495 


65.3% 
46.4% 
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CONSUMER AND COMMERCIAL RELATIONS 


t 


Staff Training and Development Highlights 


The 1982/83 Staff Development report indicated several significant increases 
‘in female course participation as compared to the 81/82 figures. 


‘ie SAN a aet er - 


“There was a 24.1% (96) increase in the total number of female participants. 
Female participation in Technical/Professional courses increased by 12.2% 

(17). There was an increase of 21.3% (20) in the Tuition Assistance provided 
‘to females and 74% of ail Tuition Assistance went to female participants. 


L 


“There was an increase of 25% (1) in the number of females from the Office 
Services Category who participated in the Managerial/Supervisory courses. 


Inventories 
ki 


The Affirmative Action Career Inventory contains data on interested female 
employees with a salary level of at least Pay Grade 14/Clerk 7 General and is 
-accessed to identify qualified female candidates for developmental and 
“promotional opportunities. The data consists of career information forms 

| completed by those women interested in Accelerated Career Development, 
“Corresponding supervisors' assessments and formal training plans designed 

me press ly for any of the interested women recommended for accelerated career 
development. Alternate documents, signed by presently disinterested women and 
_their supervisors, also form an integral part of the inventory. A cardex 

| tracking system, which follows the activities of those women in the inventory, 
complements the other documents. The career information is filed by work 
/units, totalling thirteen; the tracking system is filed by career goals, 
‘totalling twenty-four. Updatiny as to eligibility for inclusion in the 

| inventory occurs quarterly. 

ia 


Regional Delivery 


‘An Affirmative Action Regional Representatives’ Conference was held for 68 

| regional representatives from Property Rights and Business Practices 
|Divisions. The one-and-a-half day conference provided the women with an 
‘update on Affirmative Action, as well as information on a number of areas in 
jwhich the women had indicated an interest. Eighteen women attended workshops 
sponsored by the Regional Delivery Task Force. The Manager of the Affirmative 
| Action Program reports regularly to regional Executive Meetings of Real 
Property Registration Branch, Property Rights Division. 


‘Ten Land Registry offices were visited in order to provide counselling. Bi- 
Monthly information kits were distributed to the regional offices and a 
‘Section of the Affirmative Action Newsletter was devoted to regional 
‘information. 
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Highlights : 
An enipioyee information pamphlet on the Affirmative Action Program was 
designed and developed. 


The Ministry continued its training program to better qualify women in the 
Systems field. Three women received training as Systenis Analysts. ‘ 


MCCR was represented on three of the five Ontario Governinent Affirmative 
Action Council Task Forces. The Manager, Affirmative Action Program 
participated in the Smail Ministries Task Force and the Outreach Recruitment 
Task Force. The Affirmative Action Officer chaired the Impact of New 
Technology Task Force. 


In addition to the data reported reyarding competitions in under-represented 
classes in the Ministry, there were several significant competitions/hirings 
in classes that are also part of the Ministry, although not "classified Civil 
Servants". Three women were successful candidates in competitions for Land 
Registrars in much higher ratio than their rate of application. Three women 
have been added to the Ministry's Senior Executive Category, one through 
competition, the others by appointment. The positions held are: Deputy 
Reyistrar General (the incombent is the first woman in Ontario to hold this 
particular position,, Superintendent of Pensions (the incumbent is the first 
wollan in North America to hoid this particular position and the first woman 
ever at her jevel) and Executive Director, Support Services (the incumbent 1s 
the first woman vo hold this particular position and the first woman ever at 
her level). There were two feltale jJudyes appointed to Sudbury Downs Race 
Track, a "first" in North America. 


es 


There were two further achievements of interest. These were: Policy Co- 
ordinator, Business Practices Division (the incumpent is the first woman to 
hold this particular position) and Senior Examiner, Financial Disclosure, 
Ontario Securities Commission (the incumbent is the first woman to hold this 
particular position). 


u 
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“MINISTRY OF: CORRECTIONAL SERVICES CHAPTER 12 

} 

Total Number of Employees in the Ministry: 4,926 
Women's Share of Ministry Employment: 26.4% (1,301) 
a: Share of Female OPS Employment: 4.5% 


y 


Salary Distribution 


_ Women's average salary 1981/82: $19,092. 
% 1982/83: $21,795. 
b An increase of 14.2%. 


Ben's average salary 1981/82: $22,094. 
b 1982/83: $25,094. 
An increase of 13.6%. 


Women's average salary was 86.9% of men’s in 1982/83 (compared to 86.4% in 
~ 1981/82), for a decrease in the wage gap of 0.5%. 


| Accelerated Career Development Initiatives 


‘Number of ACD initiatives under the A. A. Incentive Fund 1 
_ (plus: indirectly due to AAIF) ai 


| Other ACDs: 23 


_ Total number of initiatives undertaken eer e 
» by Ministry women: 


—% of Ministry women this represents: 1.8% 


| Additional ACDs provided for women from other Ministries: -- 


| Breakthroughs 


a. First woman, or one of very few women, at a level or 

| a particular position within a level: a. 4 
|b. All other vacancies in under-represented classes 

i, filled by women: b. 64 
i (Total represents "a" plus "b" above. See Table on 

| following page for further detail.) TOTAL 68 


| Allocation of Resources: Direct: $86,340. Indirect $9,000. 


| Staff Training and Development 


- Number of participants: #,. Of Men) ©; 5,870 
# of Women : 1,842 
- Females as a % of total participants: 23.9% 


| - Female participants as a % of Ministry females: 141.6% 
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CORRECTIONAL SERVICES 


Staff Training and Development Highlights 


Women increased their participation in staff training and development from 
20.6% in 1981/82 to 23.9% in 1982/83. 


The Ministry of Correctional Services staff training is handled by two 
‘separate divisions: the Community Programmes and the institutions. The 
‘institutions Division is also responsible for the provision of staff training 
to Main Office Employees. in 1982/83, female participation in staff training 
and development by division was: 45.6% of participants in the Communi ty 

- Programmes Division were female, and 17.2% of participants in the Institutions 
- Division were female. 

4 

pee average cost per person per day in the Ministry for providing staff 

_ training was $25.37. There was an average of $65.83 spent on each woman 

_ taking courses, compared to an average of $56.32 spent on each man. 


Regional Delivery 


_ The Programme continues to concentrate on regional delivery to ensure that all 


4 managers are aware of the objectives of the Affirmative Action Programme. 
§ 
Highlights 

\ 4 

f The Ministry of Correctional Services is a male-dominated Ministry with 4,926 
employees, 3,625 (73.6%) men and 1,301 (26.4%) women. However, women have 
improved their representation in the Ministry from 25.4% to 26.4% during the 
period of the Affirmative Action Programme. 


Approximately one-half (43.5%) of the women in the Ministry are employed in 
| the clerical and office services areas where they hold 91.6% of the jobs, 
| while 73.2% of the men in the Ministry are employed as Correctional Officers 


or Probation Officers. 


ocd a Ree 


| The representation of women in the Correctional Officer series has increased 
~ from 174 in March 1975 to 352 in March 1983. 210 of these women officers are 


employed in adult male institutions compared to 16 in 1975. 


he 

i In the Probation and Parole Officer series, the representation of women has 
increased from 39 in 1975 to 135 in 1985. At the entry level, 32 (55.2%) 
a officers are women, while only 6 (13.9%) Area Managers are women. 

| 

| 


i In the Ministry, women occupy only 13.0% (106) management positions, although 
| they represent 26.4% of the total Ministry employees. 8.1% of women compared 
; to 19.5% of men are management employees. 


Men's average salary in the Ministry is $25,094. per annum, whereas women's 
| average salary is $21,795. per annum, therefore, women earn 86.9% of men's 
"average salary. From March 1982 to March 1983 there was a decrease of .5% in 


the salary gap. 
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er 
In 1982/83 the Affirmative Action Programme conducted a workshop for senior 
women managers. Issues discussed included the impact of micro-technolo 


women in the workforce, the new Ontario Human Rights Code and general human 
rights issues and career development in the Ontario Public Service. The 


Programme also sponsored a number of lunch time sessions to discuss general 
employment issues of interest to women. — 


As 1982/83 was the final year of the two year accelerated career developmen 
program for women in the Ministry, the Affirmative Action Programme sponsore 
a workshop for women who participated in the program. 


A Task Force consisting of both management and the union was established ta 
review the issue of the use of opposite sex correctional officers in our 
institutions. : 
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‘MINISTRY OF: EDUCATION/COLLEGES AND UNIVERSITIES 


Total Number of Employees in the Ministry: 
: 
Women's Share of Ministry Employment: 


Women's Share of Female OPS Employment: 


‘Salary Distribution 


‘Women's average salary 1981/82: $18,816. 
POSE Oot ee bao LO. 
An increase of 13.3%. 
‘Men's average salary HOS1/82:..1929589/.. 
L9IOZ/ OS eb ig ll flee 


An increase of 11.0%. 


1981/82), for a decrease in the wage gap of 1.3%. 


‘Accelerated Career Development Initiatives 


‘Number of ACD initiatives under the A. A. Incentive Fund 
(plus: indirectly due to AAIF) 


‘Other ACDs: 


‘Total number of initiatives undertaken 
by Ministry women: 


% of Ministry women this represents: 


‘Additional ACDs provided for women from other Ministries: 


‘Breakthroughs 
|a. First woman, or one of very few women, at a level or 
| a particular position within a level: 

b. All other vacancies in under-represented classes 
filled by women: 

(Total represents "a" plus "b" above. 
following page for further detail.) 


See Table on 


‘Allocation of Resources: Direct: $103,307. Indirect 
‘Staff Training and Development 
- Number of participants: # of Men 
# of Women : 


- Females as a % of total participants: 
- Female participants as a % of Ministry females: 


Women's average salary was 64.2% of men's in 1982/83 (compared to 62 


CHAPTER 13 


2,012 
56.9% (1,144) 


4.0% 


-9% in 


TOTAL 9 
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EDUCATION/COLLEGES AND UNIVERSITIES 


Staff Training and Development Highlights 


Since 1981/82, there has been a total increase of 144 female and a decrease of 
87 male participants in Staff Training and Development. The females 
increased their percentage of total participation by 6.5%. 


The female participation rate in the categories of Managerial/Supervisory and 
fechnical/Professional courses increased by 3.7% to a total of 46.1% in 
1982/83. At the same time, the rate increased by 18.9% in 

eee ee oa Personal and Secretarial/Clerical courses to a total of 76.1%. 
The total staff training dollars spent on women increased by 36% to a new 
otal of $165,414, representing 38.6% of total dollars spent. 


1 . 
Pe ories 


The Unit maintains a detailed file on all Ministry Civil Servants by Branch 
jand Regional (Field) Office for information related to occupational 
distribution, staff development and hire/promotion activities. It is used to 
‘identify women who are potential candidates for accelerated career development 
initiatives and/or for filling under-represented positions. 


Ke 


There is a Communications Network to include all branches and regional offices 
jin the Ministry. This system is in place to provide information and seek 
Suggestions from employees. 


Wherever possible, the Co-ordinator visits the regional offices to present 
affirmative action information sessions and to discuss areas of concern with 
(the Directors. 


The Ministry acted as one of five co-sponsors of three slide-tape 
productions: Affirmative Action: The Plan That Works (audience - Ontario 
school boards; Its Up To You (audience - young women in high schools and 


community colleges); Consider Computers (audience - young women in high 
schools). 


The Unit co-ordinated a variety of noon-hour programs covering such topics as 
Working Mothers, Women in Prison (W2 Program), Investments, Drug Abuse, 
Violence Against Women, Women Like Us (panel of Ministry women discussing 
sheir career paths). 


Ministry of Education data on school boards' staffing patterns was provided on 
request to assist the development of affirmative action in the boards. The 
Unit annually updates and analyzes data on male/female teaching staff in the 


Si Siy: 


elementary and secondary schools. The Unit also analysed the Affirmative ~ 
Action portion of the Multi-Year Plans submitted by the 22 colleges and made 
recommendations to the Council of Regents. 
The Ministry of Education revised the Guidelines For Evaluation of Texts For 
Bias and Stereotyping Based on Sex. 


The Affirmative Action Unit responded to a wide variety of requests for 
material housed in its Resource Library. . 


The Co-ordinator served on an Interministry Work Group on Female Participati 
in Non-Traditional Occupations, as well as serving as a member of the Advise 
Board to Women in Educational Administration (Ontario) whose aims are to: 
facilitate liaison among women in administrative positions, provide a forum 
for discussion of educational issues, examine attitudes toward women in | 
educational administration, develop strategies for career planning, stimulat 
professional development of members of the organization. 


The Unit initiated the collection of data on course enrolment by subject anc 
sex in the secondary schools in the province. A published report on the 
findings was to be released in the summer of 1983. The Co-ordinator served 
a member of internal and external Ministry work groups established to 
recommend strategies to increase the participation of female youth in studié 
for non-traditional occupations. . 


The affirmative action portion(s) of the Branch Reviews were revised to more 
accurately report the directors' commitments and achievements in the progreé 


The Unit supplied material for inclusion in the Ministry's portion of the 
First Canadian Report on the Convention on the Elimination of All Forms of © 
Discrimination Against Women. 
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MINISTRY OF: ENERGY CHAPTER 14 
Total Number of Employees in the Minisiry: 170 
Women" s Share of Ministry Employment: 48.8% (83) 


Women's Share of Female UPS Employment: 0.3% 


ul 


in 


fl 
Salary Distribution 


{ 

Women's average salary 1981/82: $18,189. 
1982/83: $21,805. 

b An increase of 19.9%. 
Men's average Salary L981 /8c: =$oVvn0c5. 


1982/83: $38,692. 
An increase of 3.1%. 


Women's average salary was 56.4% of men's in 1982/83 (compared to 48.5% in 
| 1981/82), for a decrease in the wage gap of 7.9%. 


Accelerated Career Development Initiatives 


t 


Number of ACD initiatives under the A. A. Incentive Fund -- 


(plus: indirectly due to AAIF) aS 


| 
| 
| 


Other ACDs: 8 


Total number of initiatives undertaken aes a 
by Ministry women: 


i 
% of Ministry women this represents: 9.6% 


Additional ACDs provided for women from other Ministries: 3 


Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: ee 
b. All other vacancies in under-represented classes 
filled by women: Die 0 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL 10 
Allocation of Resources: Direct: $28,000. Indirect $ - - 


Staff Training and Development 


- Number of participants: OLSEN a was 194 
# of Women : 119 
- Females as a % of total participants: 38 .0% 


- Female participants as a % of Ministry females: 143.4% 
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ENERGY 


Staff Training and Development Highlights 


Although the dollar rate for men is twice that spent for women it is important 
to note two key areas: Manayerial/Supervisory, where costs and numbers of 
males/females are almost identical; and Technical/Professional, where the 
individual dollar expenditure is almost the same ($128 per male, $122 per 
female) even though there were tore males receiving this type of training. 


The averaye dollar spent per male was $i32.14 and per female was $106.76. 


t 

“of nove 1s the fact chat far more men took courses or specialized training and 

development through professional organizations than women, due in large 
measure to the high number of male professionals employed. As well, many 


women took more than one course. 
i 


a 


“anventories 
“Due to the small size of the Ministry, no formal inventories are kept except 
for the Senior Appointments referrals, kept by the Deputy Minister. 


Be informal inventory of women interested in advanciny their career has been 
“kept (but not formally stored or revrieved). 
? 


Highlights 


ee Ee 


The Ministry of Eneryy used the year to consolidate its Affirmative Action 
‘program within the Ministry with a continuing strong emphasis on career 
| development. Secondment opportunities were opened up to females in 2 non- 
traditional areas. These women fioved into traditional male dominated fields 
Lin the delivery side of proyecv development and were highly successful in 
| their jobs. Une has moved into the management stream. As well, one woman was 
; hired to work in a highly technical, non-traditional project delivery area -- 
/a@ breakthrough in that fieid. 


oes 


| Two women manayers were named, both of whom were oriyinally taken into the 
“Ministry on career development secondment opportunities, one in program 
' delivery and one in a very specialized policy area. 


'To continue the beginninys of career development in our “office of the future" 
Support programs, 8 women were yiven special career development opportunities 
either on the job, or wore usually in on-the-job assiynments in other 
“areas/branches. These have been highly successful and our current support 

ls mere ture provides a strong ilipetus for tnese opportunities. 


t An Administrative Officer was appointed through a career development sequence 
“over several years and was the first and highest administrative level at that 


2 19Gee 


The Ministry of Energy established an Affirmative Action Committee which +] ; 
reports through the Affirmative Action Program regulariy to the Senior 


Management Committee and Deputy Minister. While this committee was only 


established in January, it has already re-instituted some internal promotional — 


programs, drafted an explanatory pamphlet for new employees and is preparing a 
newsletter. They are currently working on a plan of action for the Ministry 
for the New Year. iy 


te 


i 
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MINISTRY OF: THE ENVIRONMENT CHAPTER 15 
a 

Total Number of Employees in the Ministry: 2,079 
Women’ s Share of Ministry Employment: 21°72 NaS) 
‘Women's Share of Female OPS Employment: 1.6% 
q 


‘Salary Distribution 


7 
‘Women's average salary 1981/82: $17,758. 
4 1982/83: $20,208. 
s An increase of 13.8%. 
he 
“Men's average salary 1981/82: $25,706. 
1982/83: $28,531; 
An increase of 11.0%. 


a 


A 
“Women's average salary was 70.8% of men's in 1982/83 (compared to 69.1% in 
1981/82), for a decrease in the wage gap of 1.7%. 


‘Accelerated Career Development Initiatives 


“Number of ACD initiatives under the A. A. Incentive Fund Z 
(plus: indirectly due to AAIF) - - 


Other ACDs: 24 


“Total number of initiatives undertaken 
by Ministry women: 26 
-% of Ministry women this represents: 5.8% 


Additional ACDs provided for women from other Ministries: -- 


| Breakthroughs 


a. First woman, or one of very few women, at a level or 
| a particular position within a level: a. 7 
‘bd. All other vacancies in under-represented classes 
filled by women: bis 4 
| (Total represents "a" plus "b" above. See Table on 

following page for further detail.) TOTAL Zi 
Allocation of Resources: Direct: S52. 755: Indirect § - - 


Staff Training and Development 


- Number of participants: # of Men : 994 
# of Women : 186 
- Females as a % of total participants: 15.8% 


- Female participants as a % of Ministry females: 41.2% 
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THE ENVIRONMENT 


| 
i 


aff Training and Development Highlights 


Of the women attending courses in 1982/83, 41.4% attended 
Technical/Professional types of courses. The next largest group attended 
Managerial /Supervisory courses (30.1%), with the remainder taking 
Interpersonal/Personal (18.3%) and Secretarial/Clerical (10.2%) courses. 


Overall, 14.3% of total expenses for Staff Training and Development was spent 
On women; the average amount spent on each woman was $236.44, comparing quite 
favourably with the $265.22 spent on each man. 


| 
‘The Affirmative Action Program Career Inventory of all women interested in 
Career Development continues to be updated yearly and on an ongoing basis for 
new staff through the Women's Advisory Committee Branch/Regional 
representatives. Each personnel representative and the Manager of Human 
Resources has received a copy. The inventory consists of a Page Profile on 
@ach woman which is inserted into the career area identified. 

The Human Resources area continues to maintain a Staff Resources Inventory 
which is supported and directed by our Senior Management. At present it 
consists of employees who are in the Management Group or the Feeder Group 
(containing positions requiring a degree). Both male and female employees are 
profiled and the inventory is used in succession planning, job rotations and 
secondments. 


: 
Regional Delivery 


i. five Regional representatives participate in a teleconference once a 
‘month. Affirmative Action information and Minutes from the Ministry Women's 
mY Committee monthly meetings are sent to the regional representatives 
‘to be shared with their female staff. 


Regional visits are made by the A.A.P.M. twice yearly, to provide both 
information and counselling sessions to interested staff. Articles and news 
‘are provided by staff in the regions for the Ministry newsletter, "Action 
ios." 


‘Highlights 
‘The Ministry again held a Career Development Centre for 6 females and 6 males 


‘from the Scientific, Resource Management and Environmental Technician areas of 
‘the Ministry. The Centre evaluated five management skills: Communication, 


=§ 92))— 


Leadership, Organization and Planning, Problem Analysis and Decision-Making, 
in order to identify those employees with management potential. The result 
will help to develop career plans for the participants of the Centre. . 


The assessment techniques used were: oral and written presentations and 
simulated exercises directly developed for and related to the Ministry (both 
individual and group). The assessors were drawn from within and outside the 
Ministry and were trained through a special two-day session. + 


“Twelve developmental assignments of varying lengths and design were 4 
implemented and sponsored by the Ministry. They were in areas such as: 
Environmental Assessment, Municipal and Private Abatement, Laboratory 
Technology, Records Management, Affirmative Action, Capital Financing and 
Revenue (Grants), Graphic Arts, Computer Programming and Technology, etc. 


The Ministry also achieved several "breakthroughs"--women were hired to fill” 
positions in the Ministry that had previously not had women incumbents. . 


- 93 - 


MINISTRY OF: GOVERNMENT SERVICES CHAPTER 16 


? 


Total Number of Employees in the Ministry: 2,807 
_ Women’s Share of Ministry Employment: 33.1% (928) 
“Women's Share of Female OPS Employment: 3.2% 


| Salary Distribution 


Women's average salary 1981/82: $17,055. 
ie £982/832—-$195534), 
An increase of 14.5%. 
“hen's average salary 1981/82: $22,644. 
. 1982/83: $25,568. 

An increase of 12.9%. 


\ 

4 

Women's average salary was 76.4% of men's in 1982/83 (compared to 75.3% in 
1981/82), for a decrease in the wage gap of 1.1%. 


_ Accelerated Career Development Initiatives 


om 


“Number of ACD initiatives under the A. A. Incentive Fund 2 
(plus: indirectly due to AAIF) 1 
Other ACDs: 76 
Total number of initiatives undertaken 
by Ministry women: 79 
_% of Ministry women this represents: 8.5% 
Additional ACDs provided for women from other Ministries: 1 
Breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: a. 5 
b. All other vacancies in under-represented classes 
filled by women: Dave ke. 
(Total represents "a" plus "b" above. See Table on 
| following page for further detail.) TOTAL Ty, 
| Allocation of Resources: Direct: $159,000. Indirect $ - - 


| Staff Training and Development 


- Number of participants: FoF Meno: 654 
# of Women : 535 
- Females as a % of total participants: 45.0% 


- Female participants as a % of Ministry females: 57.7% 
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GOVERNMENT SERVICES 


Staff Training and Development Highlights 


The Ministry's 535 women participants in Staff Training and Development 
yrepresent 57.7% of the female population in M.G.S. This shows continued 
“growth of 33.1% and represents 3/.9% of the total educational assistance 
expenditures. 


S in previous years, M.G.S. wollen show a preference for courses in the 
“Technical/Professional area with an increase of 43.5% in the number of 
“participants; of the total dollars spent for women's development, 62.9% was 
“spent in this area. 


| ee 
i 

‘The Ministry of Government Services Affirmative Action Program maintains an 
_ inventory of senior women (earning $30,000. per annum and over), who meet 


im odically to clarify their career objectives and goals and increase the 
“humber of women interested in Senior Management Positions. Some of these 
“meetings are attended by the Deputy Minister. 

hi 

& Affirmative Action Program Office also maintains an inventory of employees 
| seeking career progression and/or career change. The inventory includes the 
employee's summary of short-term and long-term career goals, experience to 
date, experience and skills necessary to meet career objective, formal and 
informal training requirements and a career plan (which might include 
secondments, educational assistance, etc.) established through a career- 
“planning interview with the Affirmative Action staff. Plans are underway to 
pintegrate this inventory with the Ministry's computerized Human Resources 
_Information System. The inventory is also being used as a source of referrals 
/to Management, for task forces, committees, developmental assignments and 
mt competitions. 


i 
The Affirmative Action Office maintains a career-pathing guide for many of the 
“main Occupational interest areas of Ministry employees. 


F: 
Regional Delivery 


Five women participated in Workshops sponsored by the A.A. Council's Regional 
| Delivery Program. The Affirmative Action Program Manager visited various 
Regions to assist women with formulating their career plans. Many women from 
all Regions are included in the Career Development inventory. M.G.S. women 
‘are active in the various Interministerial Councils sponsored by the A.A. 
Council. 


“Highlights 


Senior Management continued their support of the Affirmative Action Program 
“which is evidenced by such achievements as the hiring of two women into the 
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Executive Compensation Plan, and the hiring of 18 women into under-represented 
positions as compared with last year's hiring of 14 women into under- 


represented positions (an increase of 28%). These achievements assisted the | 
Ministry of Government Services to decrease the salary gap. 


In addition, Managers were actively involved in the planning and 
implementation of career development which resulted in the increased number 
(from 30 in 1981/82 to 1982/83's 79) of women receiving accelerated career 
development assignments, exceeding the number targetted by 163%. The 
Ministry's own incentive fund of $40,000., which is in addition to funds from 
the Affirmative Action Incentive Fund (administered by the Women Crown 4 
Employees Office) enabled 8 of these women to participate in six-month long 
Accelerated Career Development secondments. 


The Ministry achieved several significant breakthroughs. For example, women 
now occupy positions such as: Client Services Co-ordinator (ASY-19), Manager, 
Human Resources Planning and Development (APL-20), and Assistant Actuary 
(PAC-17). asst 


Various studies were carried out to crystalize problem areas and to present 
various solutions. This resulted in 107 women participating in fully 
sponsored courses on new technology and will assist in establishing new 
program initiatives for the following year. 


As in previous years, the Affirmative Action Program Staff presented lunch 
hour seminars, published Affirmative Action articles in the Ministry 
newsletter, gave advice on Affirmative Action issues to Management and Staff, 
provided career information and counselling to women and sponsored activities 
such as public speaking, karate, dancercise and exercise to music. 
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“MINISTRY OF: HEALTH CHAPTER 17 


“Total Nuiber of Employees in the Ministry: 10,900 
Women's Share of Ministry Employment: 64.6% (7,038) 
Women's Share of Female OPS Employment: 24.4% 


Salary Distribution 


Women's average salary 1981/82: $17,901. 
‘a IE2/O3 20 107. 
An increase of 12.8%. 


“Men's average salary 1981/82: $21,067. 


PIB2/85% 4) §254005'. 
An increase of 10.9%. 


_Women's average salary was 86.4% of men's in 1982/83 (compared to 85.0% in 
1981/82), for a decrease in the wage gap of 1.4%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 5 

(plus: indirectly due to AAIF) 1 

Other ACDs: 259 
“Total number of initiatives undertaken 

by Ministry wonien: 265 

% of Ministry women this represents: 3.8% 


Additional ACDs provided for women from other Ministries: - - 


Breakthroughs 


a. First woman, or one of very few women, at a level or 
a particular position within a level: Axl 
b. All other vacancies in under-represented classes 
filled by women: bre ci, 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL 40 


Allocation of Resources: Direct: $255,200. indirect, elec os. 


“Staff Training and Developinent 


- Number of participants: 7 Oe CMET i urs 5,989 
# of Women : 11,078 
- Females as a % of total participants: 64.9% 


- Female participants as a % of Ministry females: 157.4% 
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‘lightly higher than their 64.6% representation in the Ministry, and the 
iumber of courses taken by women is much higher than the actual number of 
omen in the Ministry, indicating that many women took more than one course. 


yome improvements have taken place in women's participation, for example: an 
mcrease of 8.9% in total number of women participating in Staff Training and 
Jevelopment; an increase of 35.3% in women's participation in external 
'rofessional Development courses; and an increase of 28.3% in 
interpersonal/Personal participation by women over the year 1981/82. 


traditional jobs or those in which women are under-represented. Women in the 
finistry complete forms giving such information as current positions, types of 
responsibilities desired in 3-5 years, and the skills and knowledge required 
t0 achieve these goals. Inclusion is voluntary, and the information is up- 


[he Inventory of Senior Women is in two sections: those women in the Ministry 
In the $30,000+ bracket, and those in the $24,900-$29,999 bracket. It is 
aecessed by the Affirmative Action Program Manager, occasionally on behalf of 
Senior Management, for possible candidates for developmental and promotional 
ypportunities. It is also used in the initial stages of setting up senior 
yomen networks. Maintained by name, classification, position title, and work 
location, and up-dated annually. 


Regional Delivery 


a 

jreat emphasis is placed on regional delivery since the majority of female 
staff in the Ministry of Health are located outside Toronto. Sixty (60) 
Representatives, who provide support for the Affirmative Action Program at the 
local level, are a key to regional program delivery. These women serve as 
liaison between the Affirmative Action Program staff and their own 
Dranches/offices, and between managers and women in their areas. A direct 
line of contact is maintained between the Program Manager and senior regional 
Managers who are responsible for implementing Affirmative Action initiatives. 


t 
a, . 

4ighlights 

‘as 

Several exceptional ACD assignments were made possible by the Incentive 
Fund. Participants received training for a variety of under-represented 


positions, including Financial Officer, Painter/Decorator and Chief 
Technologist in a Public Health Laboratory. 


| 
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is 

ae 
Thirteen under-represented classifications in the Ministry achieved the 30% 
objective; seven of these were targeted for 1982/83. | 
A second network is now in place for the Ministry of Health's Senior Woneniiil 
the Toronto area. The first dinner meeting featured Eric Tappenden, Director 
of Management Standards Project, Management Board of Cabinet, as guest 
speaker. Further meetings have scheduled speakers on topics related to 
networking. 


The Affirmative Action Program provided four two-day Micro- -Technol ogy 
Workshops for 80 Head Office support staff. This excellent overview of micro: 
technology dealt with its impact on future employment patterns and included — 
"hands- on" experience with a micro-computer for all participants. 


A three-day Conference was held in Toronto for the Ministry network of AAP 
Representatives from across the province. One of the highlights from the 
agenda was a panel on Career Planning (guest speakers were: Dr. Lyz. Sayer, 
Career Counselling Consultant and former Co-ordinator of the Toronto YWCA 
Career Counselling Services, and Lisa Avedon, Special Projects Co-ordinator 
for Conestoga College in Kitchener; Marcella Robitaille from Health Insurance 
Division provided a personal perceptive on Career Planning and Decision- 
making.) A reception for the Representatives at the Sutton Place Hotel was 
attended by Minister of Health, the Hon. Larry Grossman, and a number of 
Senior Managers. 


AAP Representatives across the province sponsored a wide variety of 
educational sessions for their local staff, ranging from guest speaker 
sessions on career-related topics to developing a local newsletter. 


Fifty-one workshops and skill sessions were delivered by the AAP staff to 773 
women in the Ministry of Health, including sessions on resume writing, 
interview techniques, skills identification and self-assessment. Career 
counselling was provided as an integral part of these sessions. 


q MINISTRY OF: 


INDUSTRY AND TRADE 
-includes Ontario Development Corporation 


CHAPTER 18 


_ NOTE: This Ministry is one of three "new" ministries established from 


the re-alignment of the Ministry of Industry and Tourism and the 


Ministry of Culture and Recreation. 
therefore not comparable to previous 
Total Number of Employees in the Ministry: 
Women's Share of Ministry Eaaiovnens: 
Women's Share of Female OPS Employment: 
4 Salary Distribution 
ie Women's average salary 
3 Men's average salary 
4 Women's average salary was 57.9% of men's in 1982/83. 
_ Accelerated Career Development Initiatives 


bi Number of ACD initiatives under the A. A. Incentive Fund 
} (plus: indirectly due to AAIF) 


' Other ACDs: 


q Total number of initiatives undertaken 
by Ministry women: 


 % of Ministry women this represents: 
a Additional ACDs provided for women from other Ministries: 


2 Breakthroughs 


_ a. First woman, or one of very few women, at a level or 

a particular position within a level: 

_b. All other vacancies in under-represented classes 
filled by women: 

(Total represents "a" plus "b" above. 

following page for further detail.) 


' Allocation of Resources: 


3 Staff Training and Development 


- Number of participants: 


- Females as a % of total participants: 
- Female participants as a % of Ministry females: 


See Table on 


The data for this year is 


522 
41.2% (215) 


0.7% 


TOTAL 10 
Sus 


(Shared with Ministry of Tourism & Recreation) 


Lay, 
162 


51.8% 
75.0% 
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INDUSTRY AND TRADE 


taken by women in the Ministry, 93.2% were in the Managerial/Supervisory or 
Technical/Professional categories. Women comprised 41.9% of the individuals 
provided with support to pursue University level courses. 


d 


A skeleton inventory of female civil servants with a work/educational 


0 


background relevant to the Ministry and who have shown interest in the 
Ministry has been developed to respond to the current constraint situation. 


A 


All Ministry women who express an interest in career development (including 
leducational needs) through personal contact, performance review or career 
evelopment questionnaires, become part of an inventory used by the 
[Affirmative Action Manager to design ACDs and for career path planning. 


Regional Delivery 


ie 


Individual field locations have fewer than five female staff each, thus most 
‘regional delivery activity is limited to use of the Regional Delivery Task 
Force activities and interministerial committees’ activities in various 
Tocations. The Affirmative Action Manager travels to field locations where 
‘demand requires it, for special interministerial development activities. 


were achieved in several areas: a woman won a competition for 
Manager (at level AM-21); for the first time ever a woman was hired as a 
Foreign Service Officer at the IDO 3 level; a woman won a competition for a 
mew position at the AM-21 level as Policy Advisor. 

2 
a 


pee 
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INTERGOVERNMENTAL AFFAERS 


Total Number of Employees in the Ministry: 


Wonen's Share of Ministry Employment: 


Women's Share of Female OPS Employment: 


Women's average salary 


Men's average salary 


Women's average salary was 76.8% of men's in 1982/83 (compared to 64.9% in 


VOSU/B8e2 aZaooses 
1982/83; "$20,617". 
An increase of 9.4%. 
1981/82: $37,493. 
2982/5. Wpoaeoore 


A decrease of 7.6%. 


CHAPTER 19 


bh 


70.4% (38) 


0.1%" 


1981/82), for a decrease in the wage gap of 11.9%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund . - > 
(pius: indirectly due to AAIF) = 
Ovher ACDs: 7 
Total number of initiatives undertaken pit: 

by Ministry women: 7 
% Of Ministry women this represents: 18.4% 
Additional ACDs provided for women from other Ministries: a 
Break throughs 
a. First woman, or one of very few women, at a level or 
a4 particular position within a level: ane ie 
dD. All other vacancies in under-represented classes 
filled by women: bacel 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL 2 
Allocacion of Resources: ‘Direct: $11,415 Indirect.) ©} s- = 
Scaff Training and Development 
- Number of participants: # of Men 22 
# Of Women ; 54 
- Females as a % of total participants: 71.1% 
- Female participants as a % of Ministry females: 142.1% 
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Staff Training and Development Highlights 


Inventories 


Highlights 
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INTERGOVERNMENTAL AFFA 
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; q 
Women accounted for 71.1% of the Ministry's attendance at courses and 
seminars, comparing favourably with their 70.4% representation in the i 
ministry; in fact, many women took more than one course. The majority of 
these women (70.4%, or 38 out of 54) took Technical/Professional courses, an 
the majority (73.1%,or 38 out of 52) of attendees at Technical /Professional 
courses were female. The average cost per woman ($113.) was lower than the” 
average cost per man ($189.), due to women opting in many instances for lowe 
priced secretarial/clerical courses and basic micro-computer courses (1/2 da 
per week, spread over a number of weeks), compared to management courses of 
to 5 days duration (men's choice). 


In addition to the information on the previous page and above, many women 
attended IPAC seminars, Canadian Public Personnel Management seminars, — 
Affirmative Action luncheon meetings, and general interest sessions at Ryers 
and York University, with no indication of dollars expended on training and 
development; women on the Senior Inventory participated in the (funded) 
Corporate Management Development program. 


Career Development Inventory: includes all MIA women, indicating name, 
classification, branch, length of service, current salary, education (if 
requirement of job), career goals, area(s) of employment interest, courses | 
attended (if known), manager's performance appraisal assessment, and suggest 
courses, or developmental experiences required in order to progress, where 
this has been noted. 


The Potential Secondments Inventory consists of two parts: a file of women 
from other Ministries who have sent in resumes, requesting specific experie 
in M.I.A. if the opportunity arises, and one of Ministry women who have 
expressed interest in a secondment to another area, in order to gain added 
experience, or skills. 


In addition, the Ministry keeps on file: resumes of students who have writt 
regarding job opportunities in the Ministry of Intergovernmental Affairs, an 
resumes of individuals with bilingual capabilities (not currently OPS 
employees). Some are seeking jobs, some advice, and some requesting 
information on jobs in the two MIA International Offices. 


The Ministry had significant success in placing women in senior positions in 
this Ministry (locally and internationally); for example: Denyse Nazaire W 
appointed Executive Secretary, Council for Franco-Ontarian Affairs, at the 
ECP-1 level - a first for this level in the Ministry. Women continue to — 
visibly represent this Ministry abroad. In Paris, Adrienne Clarkson is the 
Agent General, a contract position equivalent to an ECP-3 level. The next 
senior position in Paris is held by Joy Gordon, (PEC-19). In Brussels, 


|| CY Ae 


“Janet Bax (PEC-19) is the senior woman responsible for dealing with the 
European Econoilic Coliunity. Another woman is no longer with MIA: Valerie 
Fountain, Deputy Chief of Protocol, moved from the Office of Protocol, M.I.A., 
to the Ministry of Industry and Trade. Valerie was at an AM-18 level, and 
accepted a lateral transfer to gain additional experience in another milieu. 
“Five MIA women were added to the SAAC Inventory, after approval by Executive 
Committee members. 


Two promotions, representing breakthroughs to levels previously unrepresented 
by women in this Ministry, took place this year: Christine Hodges Hamilton, a 
PEC-19 in the Federal-Provincial Relations Branch, was the successful 
candidate in a job competition for Senior Advisor (PEC-20) in the 
International Relations Branch. Francine Robitaille, Communications Advisor, 
Office of the Government Coordinator of French Language Services, was promoted 
from an AM-18 to an AM-20 level. 


The ad hoe group of Small Ministries operated as a Task Force in 1982/83. 
Represented were Civil Service Commission, Energy, Northern Affairs, Uffice of 
_the Premier, Secretariat for Social Development, Management Board Secretariat 
and Intergovernmental Affairs. The second juncheon for senior women was 
hosted by Management Board Secretariat. Intergoverniental Affairs was host to 
88 women on March 17, 1983, when Gary Posen spoke on Program Review at Sutton 
Place Hotel, over lunch. Joint career development workshops were held; MIA 
Sponsored a noon-hour session on Self-Defense for 40 women and arranged two 
tables at "The Future of Jobs" presentation at the Westbury Hotel. 


An Orientation session for the Ministry was held in February, 1983, and 
consisted of a film, presentations by Executive Committee, lunch with 

| Executive Committee, and a tour of the Legislative Building. A question and 
answer period offered a forum for discussion of affirmative action, and the 
Various resources within MIA. 


_The Ministry Technology Committee held weekly information meetings open to all 
mstaff. 
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Total Number of Employees in the Ministry: 
women's Share of Ministry Employment: 46.7% (665) 


Women's Share of Female OPS Employment: 


Salary Distribution 
Women's average salary 1981/82: $19,284. 
1982) Osta oale eid 
An increase of 12.9%. 
Men's average salary 1981/82: $28,080. 
1982/83 993 26e8 
An increase of 11.4%. 
Woman's average salary was 69.6% of men's in 1982/83 (compared to 68.7% in 
1981/82), for a decrease in the wage gap of 0.9%. ; 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 
(pius: indirectly due to AAiF) 


Uther ACDs: 


Total number uf initiatives undertaken 
by Ministry wolen: 


*% Of Ministry women this represents: 


Additional ACDs provided for women from other Ministrics: 


breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: a. 

b. All other vacancies in under-rcpresented classes 

_ filled by women: Ds 

(Total represents "a" plus "b" above. See Table on 

following page for further detail.) TOTAL 
Allocation of Resources: Direct: $59,049. Indirect, $9; 000: 


Staff Training und Devel opment 
- Number of participants: # of iMen 
# of Women : 


- Females as a % of total participants: 0 
- Female participants as a % of Ministry females: 124.7% 
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Staff Training and Development Highlights 


In 1982/83, women's participation in staff training and development was 55% 
compared to their representation in the Ministry which was 46.7%. Since the 
number of women taking courses exceeded the number of women in the Ministry, 
many women took more than one course. Women's share of the training dollar 
was 44.52. 


In Managerial/Supervisory courses, women comprised 32.7% and in 
Technical/Professional courses, 52.4% of the participants. 


There were a number of in-house courses developed for women, e.g., "Office 6 
the Future" and "Career Development in a Time of Constraint". These tend to 
be less expensive per capita (than the types of courses attended by men) 
because no travelling expenses are involved. 


Inventories 


An inventory of all women employees is maintained, showing classification 


level, branch, government employment history and highest level of education 
attained. 


Regional Delivery 


The Affirmative Action Program Manager visits the Regional offices annually 

receive input from regional staff and discuss Career development 
individually. Regional women are encouraged to attend both local and Toront 
workshops which the Program Manager finances. 


A workshop "Make your Meetings more Productive" was presented to 20 employees 
in Hamilton regional office. 7 


Highlights 


Eight two-day workshops, "Preparing to Meet the Office of the Future", were 
presented to give women hands-on experience with micro-computers, an overvie 


of their application in the office, and future career paths that may be 
created by the new technology. 


Six two-day workshops titled "Career Development in a Time of Constraint", 
were presented to managerial women in the Ministry. 


Various one-hour workshops, e.g., "Resume Writing" and "Make Your Meetings } 


More Productive", were presented to all employees in “Lunch and Learn" noon- 
hour seminars. . 


The Affirmative Action Committee organized a successful book sale to suppor 


the first woman co-ordinator of the Cancer/Heart/Diabetes Campaign in the 
Ministry of Labour. 
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‘Total Number of Employees in the Ministry: 51 
“Women's Share of Ministry Employment: 45.12 (23) 
« 

Women" s Share of Female OPS Employment: Osi 


A 
Salary Distribution 


Women's average salary 1981/82: $30,562. 
1982/03 907c,000.. 
An increase of 6.5%. 


i 
Ih * 


“Men's average salary 1981/82: $44,097. 
f 1982/8322 S47 -329). 
An increase uf 7.3%. 


Women's average salary was 68.8% of men's in 1982/83 (compared to 69.3% in 
1981/82), for a increase in the wage gap of 0.5%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 1 
(plus: indirectly due to AAIF) ge 


Other ACDs: i5 


Total number of initiatives undertaken 16 
by Ministry women: 


| % of Ministry women this represents: 56.5% 
(4 is based on 12 women in M.B. participating 
in these 16 ACDs) 


Additional ACDs provided for women from other Ministries: 12 
Breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: a. -- 
b. All other vacancies in under-represented classes 
filled by women: Dee 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL 1 
Allocation of Resources: Direct: 5,372. Indirect $ - - 


| Staff Training and Development 


- Number of participants: 7 Ol MEN a cs 62 
# of Women : 63 
- Females as a % of total participants: 50.4% 


- Female participants as a % of Ministry females: 273.9% 
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MANAGEMENT BOARD SECRETARIAT 


Staff Training and Development Highlights 
rp ee pment nigniignts 


_ Women attended 11 Managerial /Supervisory courses, 35 Technical/Professional 
courses, 14 Interpersonal/Personal courses and 3 Secretarial/Clerical courses. 


_ Women's overall participation rate in staff training was: 50.4% of courses 
_ and seminars attended by MBS staff, 49.5% of person-days committed to staff 
_ development and 45.8% of training dollars spent in courses and seminars. 


Women were 39.3% of all attendees at Managerial/Supervisory courses/seminars, 
and 47.3% of of those attending Technical/Professional courses/seminars within 
the Secretariat. 


Inventories 


A Career Development Inventory form is completed by every employee annual ly 
and is reviewed by managers, to assist in career planning for all Secretariat 
employees. The inventory includes the employee's summary of short-term and 
long-term career goals, existing experience, experience and skills desired to 
be gained through on-the-job training, and an action plan to facilitate the 
accumulation of this experience. 


Highlights 


Of the females at Management Board Secretariat, 56.5% received Accelerated 
_ Career Development Opportunities through 16 initiatives. 


In addition, the Secretariat provided 12 secondment Opportunities to females 
from other Ministries to gain different skills and experience. Two of these 
secondees and one secondee froin 1981/82 were successful candidates in 
competitions for Management Board Officers and are now on full-time Staff at 
the Secretariat. 
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MINISTRY OF: MUNICIPAL AFFAIRS AND HOUSING CHAPTER 22— 


a 
Total Number of Employees in the Ministry: 1,15%q 
Women's Share of Ministry Employment: 53.3% (613) 
Women's Share of Female OPS Employment: | 2.14% 


Salary Distribution 


Women's average salary 1981/82: $19,700. 
1982/8335 $22,512. 
An increase of 14.3%. 


Men's average salary 1981/82: $30,734. 
1982/8327 $333981 
An increase of 10.62. 
Women's average salary was 66.2% of men's in 1982/83 (compared to 64.1% in 
1981/82), for a decrease in the wage gap of 2.1%. . 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund le 
(plus: indirectly due to AAIF) -- 
Other ACDs: 87 = 

Total number of initiatives undertaken 
by Ministry women: 88 
% Of Ministry women this represents: | 14.4% | 


Additional ACDs provided for women from other Ministries: = 


Breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: de 4 
b. All other vacancies in under-represented classes 
filled by women: b. 8 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL l2 & 
Allocation of Resources: Direct: $118,800. Indirect $ - - 


Staff Training and Development 


- ‘Number of participants: # of Men ; acd 
# of Women : 1,242 
- Females as a % of total participants: 46.6% 


- Female participants as a % of Ministry females: 202.4% 
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MUNICIPAL AFFAIRS AND HOUSING 


Staff Training and Development Highlights 


The total number of courses attended by Ministry staff was less than in — 
1981/82 by 596. Women's participation in staff training and development — 
courses fell by 4.7%. There were 183 more men than women participating in 
courses during the year. 4 


One woman was enrolled in a four week full-time special development 
sponsorship. 


Inventories 


in addition to the Human Resources computerized inventory of Ministry staff 
the Affirmative Action Program office maintains a Career Inventory based on | 
such information as current classification, education, career interests, goe 
and developmental needs. The system is cross-referenced by specialized — 
skills, career interests and certificates or diplomas received and is acces 
when managers wish to locate qualified applicants for job opportunities. If 
addition, Affirmative Action Program staff access the inventory to advise 
clients of vacancies in their indicated area of interest in addition to 
openings in under-represented classes both ministry-wide and service-wide. 


Regional Delivery 


Regional meetings were held in each of the four regions of the Province. 
Information seminars on Affirmative Action and sexual harrassment were held 
Windsor. In the Ottawa-Carleton Housing Authority a similar seminar was h 
on sexual harrassment in conjunction with Human Rights officers. 


a 


| 


A program officer assisted the Affirmative Action Council Regional Delivery 
Task Force in a workshop on Microtechnology. 


Highlights 


The Affirmative Action Program has continued the integration of targets and 
results into the MBR system within the Ministry. Managers are actively 

involved in the planning and implementation of career development for their 
female staff. Overall Ministry plans and results are reported to senior — 
Management on a semi-annual basis. The Program Manager and staff met with 
branch directors and senior management to discuss results of the 1981/82 MBR 
the plan for 1982/83, and discussed issues and concerns. 


The Program Manager attended Association of Ontario Housing Authority Region 
meetings to promote Affirmative Action at the Managerial level. The Women's 
Advisory Committee of 90 women from the Ministry and larger Housing 
Authorities met twice during the year. The Toronto region meeting was | 
planned, organized and run by the Central Core Committee, a volunteer group | 
committee representatives. A two-day regional meeting was held in Windsor f 
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all staff. The Publications Committee, also a volunteer group, wrote and 
peublished three newsletters. The Affirmative Action Committee from Subsidies 
Branch held several noon-hour sessions on subjects such as sexual harassment 
and stress management. 


Policy and procedures on personal harassment were finalized and approved for 
_the Ministry. The Deputy Minister forwarded the new policy to all staff. 


A 
Bering 1982/83, the Ministry met the 30% objective in eleven classifications 
that are primarily in the middle management range as follows: General 
Administration AM-17 - 38.5%; Personnel Admin AM-19 - 50%; Personnel Admin. 
_ AM-20 - 100%; Systems Services AM-19 - 33.3%; Resources Planning and Mgmt. PM- 
mis - 50%; Finance Officer 3 - 33.3%; Real Estate Officer 2 - 50%, Clerk 2 Mail 
_ 37.5%, Data Processing Tech. 4 - 100%; Economist 1 - 100% and Designer 2 - 
50%. At year-end, two under-represented areas are being filled on an acting 
basis. Personnel AM-17 and General Admin. AM-17 (which was a priority target 
; in 1982/83). 


_ Affirmative Action staff provided at least 33 women with career and personal 


ij counselling, in addition to 44 contacts in regards to outreach for positions 
in Municipal Affairs and Housing and other ministries. 
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MINISTRY OF: NATURAL RESOURCES CHAPTER 23 

Total Number of Employees in the Ministry: 4,187 
Women's Share of Ministry Employment: 23.0% (961) 
Women's Share of Female OPS Employment: 3.3% 


Salary Distribution 
Women's average salary 1981/82: $16,617. 
19627537 eu > Lon OloE 
An increase of 14.5%. 
Men's average salary 1981/82: $24,584. 
1982/83 1327, 696. 
An increase of 12.7%. 
Women's average salary was 68.7% of men's in 1982/83 (compared to 67.6% in 
1981/82), for a decrease in the wage gap of 1.1%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund -- 
(pius: indirectly due to AAIF) 20S 


Other ACDs: 48 


Total number of initiatives undertaken 
by Ministry women: 48 


% Of Ministry women this represents: 5.0% 


Additional ACDs provided for women from other Ministries: - = 


Breakthrougns 
a. First woman, or one of very few women, at a level or 
a particular position within a level: a. Sa 

b. All other vacancies in under-represented classes 

filled by women: b. 2 

(Total represents "a" plus "b" above. See Table on 

following page for further detail.) TOTAL 13 
Allocation of Resources: Direct: SET2%, 200% Indtrect "S$ am=ce 


Staff Training and Development 


- Number of participants: # of Men: 4,044 

# of Women : 983 
- Females as a % of total participants: 19.6% — 
- Female participants as a % of Ministry females: 102.32%% 


*This figure is misleading Since unclassified female employees were listed as 
participants but only classified female employees are included in the tota 
number of Ministry females. . 
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Staff Training and Development Highlights 


Women comprised 19.6% of total participants in all types of courses, which 
represented a slight decrease from 20.7% in 1981/82. However women's share 
the training dollars remained at approximately 17%. Of the total number of 
female participants 43.8% were enrolled in Technical/Professional courses 
compared to 32.3% in the previous year. However in Managerial Supervisor 
courses the percentage dropped to 9.6% from 13.2% in 1981/82. : 


Inventories 


The Affirmative Action Program Office maintains an inventory of senior women 
employees in the Ministry of Natural Resources. Employee information such 4a 
classification level, position title and salary range for each woman is — 
compiled from computerized Ministry IPPEB data and is up-dated on a semi- — 
annual basis. 


A computerized Human Resources Planning System was introduced by Personnel 
Services Branch in 1980 and has since been approved for Ministry-wide 

implementation. The System which operates independently of the Government- 
wide IPPEB System, was designed to provide accurate, up-to-date human resour 
information on Ministry employees. It is expected that when the System is 
fully operational it will serve a variety of functions including: maintaini 
a skills inventory, maintaining an inventory of promotable employees and 
serving as a personnel information storage and retrieval system. In additio 
the System will be used as a manpower planning device which will assist | 
managers in ensuring that sufficiently qualified personnel are available whe 
and where they are required. By March, 1983 computerized data from one Regi 
was compiled and the collection of data from a second Region was initiated. 


It is expected that the System will be fully implemented Ministry-wide by th 
1984/85 fiscal year. 


Regional Delivery 


During the year a new policy on Affirmative Action was approved whicn will 
replace the Affirmative Action Representative network with a manager-centere 
System in order to increase accountability and effectiveness. However the _ 
two-tiered Representative System involving approximately 70 women was in pla 
for much of the year and Representatives served to communicate information t 
their respective Regions/Groups and Districts/Branches. 


The Representatives also held meetings for women employees during which loca 
activities such as workshops and seminars were planned and organized for 353 
women. The meetinys often provided the opportunity for employees to discuss 
and resolve employment-related issues of concern. Field trips and tours of 
nurseries, fish hatcheries and Provincial Parks were organized to familiariz 
employees with Ministry operations. The Representatives were also involved | 
the preparation of 3 issues of the Affirmative Action Newsletter. 


The Affirmative Action Program office co-ordinated this Ministry's 


participation in Regional Delivery Workshops which were sponsored by the q 
Affirmative Action Council and the Women Crown Employees Office. In 1982/83 


=) ie 


ae 


42 Ministry women attended career development workshops given in 

_ municipalities across the province. In addition, several women employees 
participated in the activities of Interministerial Committees in various 
mlocalities. 


5 so 
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Highlights 
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During the 1982/83 fiscal year the Affirmative Action Program underwent a 
Major review. From the time that the Program was first introduced in the 
Ministry in 1975, M.N.R. had become highly successful in introducing career 
development activities and in making managers and employees aware of the 
relevant issues and objectives of Affirmative Action. The review was intended 
_ to build upon this success and to further strengthen the effectiveness of the 
Program by ensuring management responsibility for Program implementation and 
_ accountability for results achieved. In August of 1982 a position paper, 
_which included recommendations for change, was circulated to managers 
throughout the Ministry for comment. Widespread support for the proposal was 
indicated and the recommendations were subsequently approved as the new 
Ministry policy on Affirmative Action. The main thrust of the new policy was 
_ to more clearly define the role of the Program in the Ministry and to 
integrate Affirmative Action with regular Ministry management processes. This 
was designed to result in the following: the establishment of management 
responsibility fur Program implementation and to ensure accountability for 
_ results achieved through the Work Program Planning and Performance Monitoring 
“Systems, re-defining the role of the Affirmative Action Program Office to 
place more emphasis on policy development and to exclude implementation 
activities, and replacing the Affirmative Action Representative network with a 
_ manager-centered system while ensuring the continued direct involvement of 
women employees. 


By the end of the fiscal year a temporary Implementation Committee, composed 
of managers from across the Province, was established to assist in developing 


implementation strategies, particularly with recommending Work Planning 
| Guidelines, identifying technical assistance needed by managers and developing 
strategies for folding the Program into existing management processes. 


The Ministry's Affirmative Action priorities continued to emphasize the 
movement of women into the areas of entry and middie level management, as well 
as into technical and professional specialities. Although a Ministry-wide 
| hiring freeze was in place for more than half of the fiscal year, 100% of the 
hire/promotion targets set in the above priority areas were met. In addition, 
_ Managers provided 48 accelerated career development assignments involving 5.0% 
of the Ministry's classified women employees. 


During the 1982/83 year the wage gap decreased by 1.1%; women's average salary 
was 68.7% of men's average salary. The occupational distribution of women 

continued to diversify as indicated by the increase in the total percentage of 
women in the 9 under-represented modules and categories from 16.2% in 1981/82 


Mmto 17.1% in 1982/83. 


| In the 1982/83 Junior Ranger Program for students, women slightly increased 
their proportion to 44.8%. This was a significant increase from 28.2% in 1975 


when the Affirmative Action Program was established in the Ministry. Female 
summer students continued to be hired in all disciplines and female graduates 


were well represented in the seasonal unclassified staff. 
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MINISTRY OF: NORTHERN AFFAIRS CHAPTER 24 
Total Number of Employees in the Ministry: 150 
Women's Share of Ministry Employment: 5057257 0) 
Women's Share of Female OPS Employment: Ona? 


Salary Distribution 


Women's average salary 1981/82: $18,864. 
1982/83%; “$2123 3% 
An increase of 12.6%. 


Men's average salary 1981/82: $31,345. 
1982/83: $34,826. 
An increase of 11.1%. 
Women's average salary was 61.0% of men's in 1982/83 (compared to 60.2% in 
1981/82), for a decrease in the wage gap of 0.8%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 1 
(plus: indirectly due to AAIF) Ht 
Other ACDs: 4 
Total number of initiatives undertaken 
by Ministry women: 6 
% Of Ministry women this represents: 7.9% 


Additional ACDs provided for women from other Ministries: = 


Breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: ae 

b. Ali other vacancies in under-represented classes 

_ filled by women: b. 4 

(Total represents "a" plus "b" above. See Table on 

following page for further detail.) TOTAL 4 
Allocation of Resources: Direct: $15,400. Indirect $ - - 


Staff Training and Development : 


- Number of participants: # of Men; 18 
# Of Women : 26 
- Feitales as a % of total participants: 40.9% 


- Female participants as a % of Ministry females: 23.7% 
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Staff Training and Development 


The women's share of Staff Training and Development is 8.4% larger than their 
share of employment in the Ministry. 


Women were 33% of Ministry participants in Managerial/Supervisory courses, an 
53.8% of the courses women participated in were Technical/Professional; this 
is an improvement of 38.8% over 1981/82's 15%. 


The female Ministry staff utilized 55.2% of staff training and development 
dollar allocations, a slight improvement over their 54.1% share in 1981/82. 


Inventories 


A career data inventory was initiated; however, this is no longer in use. A” 
Human Resources Planning Committee is to be set up in 1983 to review career 
planning for all staff members. 


Regional Delivery 


The regional women were encouraged to participate in the workshops offered 
through the Regional Delivery Task Force. 


The Co-ordinator, Human Resources and Affirmative Action, acted as the 
resource person for the Thunder Bay Interministerial Affirmative Action 
Committee, on behalf of the Affirmative Action Council. Two workshops 
emphasizing computer technology were sponsored by the Committee for 16 
interministerial participants. 


Highlights 


In 1982, a complement position, "Co-ordinator, Human Resources and Affirmativi 
Action", was established. 


The Co-ordinator, Human Resources and Affirmative Action, was a member of the 
Advisory Committee to Women Crown Employees on the Affirmative Action 
incentive Fund. One positive result was that, for the first time, Northern 
Affairs received money from the Incentive Fund for two accelerated career 
development assignments. 


The Ministry of Northern Affairs holds membership in the Small Ministries Tas 
Force and the Resources Ministries Committee. These groups provided 


Opportunities for the Toronto Staff to attend workshops ranging from self 
defence to career planning strategies. 
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= OF: REVENUE CHAPTER 25 


“Total Number of Employees in the Ministry: 3,843 


Women's Share of Ministry Employment: 40.8% (1,569) 


“Women's Share of Female OPS Employment: 5.4% 


Salary Distribution 


q 

Women's average salary 1981/82: $16,827. 
* 1982/83: $19,088. 

' An increase of 13.4%. 
Men's average salary 1981/82: $25,873. 
1982/83: $28,475% 

An increase of 10.1%. 


: 
4 
: 
rf 
3 
_ Women's average salary was 67.0% of men's in 1982/83 (compared to 65.0% in 
1981/82), for a decrease in the wage gap of 2.0%. 


Accelerated Career Development Initiatives 


“Number of ACD initiatives under the A. A. Incentive Fund 2 
(plus: indirectly due to AAIF) -- 


Other ACDs: 49 


Total number of initiatives undertaken 51 
by Ministry women: 


% of Ministry women this represents: 3.3% 


Additional ACDs provided for women from other Ministries: - - 


Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: Sac 
-b. All other vacancies in under-represented classes 
filled by women: b. 64 
(Total represents "a" plus "b" above. See Table on 
following paye for further detail.) TOTAL 72 
Allocation of Resources: Direct: S57, 50L. Indirect ~$10;522. 


Staff Training and Development 


- Number of participants: 7 Of Mem; 958 
# of Women : 599 
- Females as a % of total participants: 38 .5% 


- Female participants as a % of Ministry females: 38.2% 


oo ee PA laa 0 ieee i cd a cate (he Ran ica | am clea eae, ee Dee Te NS I a be ae ret aah SEDO Longe Pewee Ss ot. 
feomriel col Ol) st | Ss] et tL | op oy ae a] eo teen coo Dee ae Perens 
-- -- -- -- -- -- -- -- -- -- -- |o'ool O° OO et S9DIAJaG [PUOISSAJO4g 
pue dIs!quatos ~ 
0°0 | 0°S2 L g 6 ZL LL al LE L VY, A9526% lel 96r poe S®D1AIIS 991440 
0°0 = Sie =e a ae a5 Sc = Z pie 0°Sz Cade y4 S2IDIAJ9S g2UeUDdUIeW 
aes ee = aN ay al ed as a = a 25 Pes ro a SIDIAAIS JUsWEDIOJUZ MET 
amis ee ame 4 ted ems ca" ae besa’ ar; oe nm aay oa SIDIAJIS [eu0lz5901409 
25 —— — Be oo ae -= -- -- -- -- -- -- -- asey [euol3nzI su] 
O'0 “1070 0 are LL 0 LL G eal L [= e000 0°0 0 ee ae Cis 
(gto | me | ome |e -- | -- -- -- [| = L -- |s'og L'08 | s00l SEPERATE CG 
5 v'92 | G°Z2 EGO Le = iG) | OT teev | -929. |) “L690 | (1 )22 LOZSI IEG L'OL | 991 | seotases enyzesas rusupy 
i A10690\e9 
ae _< == == -- -- -- -- -- -- -- as aie sie peduysay 
Se == == =< Se oes = tee == -- -- -- -- -- [Puolssojsoig 
ees a as ear = oe = = == ae =e os -- -- jeu01ze1edg 
-- -- ae -- — -- -- -- -- -- -- 10°0O/ 6S tl pes14sat9 
Calc Ol Atyer | ys SS Gazal! LOL Esl L801 (02)66 (Ov)ozl | 8° FL 6°SL | 86 ree sania 
rere peecze oe ee ee ee W ze/19 ae ae ices ela ae, 
a pama1As9zu| paryitend 3 squeo| jddy (x) Sepouesen UswWOM Crt ae i ersfeuoiaedn33g. 
(x) Patty usWwomM Jaquny Jequnn jo s9qunN JO s9quny JO UOIANG TTI SN Gs so ste so Sen 
SeSseiD pojussoidoy-siopun ul jiOdeYy SseibOjJg UOI}OWOld / O4IH 
pue 


AsySiuly Ul UBWOM JO UOI}NGLI}sSIG eEUO}}eEdNDDO 


- 127 - 


REVENUE 


‘Staff Training and Development Highlights 


There was a significant increase (58%) over last year in the number of women 
taking Managerial/Supervisory courses. 


Women's proportion of Staff Training and Development funds increased 
Slightly. The Ministry increased its overall] spending on Staff Training and 
Development by 6.4%. The increase for educational assistance for women was 
6.9% more than 1981/82, while the increase for men was 4.9%. 


Of the recipients of the Ministry's Career Development fund (Fund for Employee 
Educational Development), 60% were women, and they used 70% of the expended 
fund; in 1981/82, only 52.9% of the recipients were women and only 40% of the 
expended funds went to women. 


Inventories 


The Affirmative Action Program maintains an informal inventory of senior women 
(at the AM-17 level and beyond); the information was compiled from women at 
this salary level who had expressed an interest in career advancement. 


An inventory is maintained of those women at all levels of the Tax Auditor and 
Property Assessor career path. 


An inventory is also kept of women in classifications which are regarded as 
"feeders" to certain under-represented areas in the Ministry. This includes 
women in the feeder streams to Tax Auditing, Property Assessment and middle 
levels of management. 


Regional Delivery 


The Affirmative Action Program Manager visited 24 regional offices of the 
Ministry. During those visits, staff members were given a presentation 
concerning the Affirmative Action Program and individual career counselling 
interviews were held for interested staff. Separate presentations were made 
to Regional Assessment Commissioners and Managers of the Province of Ontario 
Savings Offices. As a member of the Regional Delivery Task Force, the AAPM 
contributed to the design of a new workshop for women Crown employees - “Women 
in the Changing Workplace". The Affirmative Action Program Manager presented 
this workshop at four of the eight workshops given across the province. 


Highlights 


The Ministry projected 30 planned Accelerated Career Development assignments; 
in fact, 51 took place. After a career development assignment, a woman was 
promoted to Manager, Assessment Services, a senior position in the Property 
Assessment Division. Lunch-hour Career Development workshops were presented 
to women in a major branch of the Tax Revenue Division. 


SZ oe 


For the first time, a woman became the District Manager of a Retail Sales Ta 
District Office. Two significant career progressions for women took place: 
woman became a senior member of the Ministry s Management Systems Branch 

(Systems AM-21), and a woman was promoted to the classification of AGA-21. 
Through the mechanism of the Revenue Career Advancement Program, 45 women 
bridged into the Tax Auditing and Property Assessment professional areas. 17 
entry levels for Property Assessment classifications (Property Assessor 1 anc 
2) now have over 30% women. 


The Program Manager made major presentations to all Ministry Senior Managemer 
Committees, including a presentation to the Ministry's Management Conference 
sponsored by the Deputy Minister. The AAPM also designed a planning and 
reporting format for Affirmative Action accelerated career development 
assignments. 


As a result of an active publicity campaign, the number of women using the 
Fund for Employee Educational Development increased from 52% to 60%, and 70% 
of the money spent on career related courses in the Ministry was spent on 
women. As well, the Affirmative Action Program Manager and staff visited 24 
regional offices, where she presented an overview of the Affirmative Action 
Program and conducted personal career interviews for all interested staff 
members. 


The Affirmative Action Program Manager was the President of the Affirmative 
Action Council, and participated on the Regional Delivery Task Force with the 
Affirmative Action Program Assistant. The Affirmative Action Program 
Assistant was a member of the Impact of New Technology Task Force. 


- 129 - 


“MINISTRY OF: THE SOLICITOR GENERAL CHAPTER 26 

Total Number of Employees in the Ministry: 5,891 
Women's Share of Ministry Employment: 15.0% (884) 
Women's Share of Female OPS Employment: ee 5 


“Salary Distribution 
Women's average salary 1981/82: $17,030. 


1982/83:) $193212: 
An increase of 12.8%. 


Men's average salary 1981/82: $28,984. 
) £982/63> "$29,510. 
| An increase of 1.8%. 


“Women's average salary was 65.1% of men's in 1982/83 (compared to 58.8% in 
1981/82), for a decrease in the wage gap of 6.3%. 


Accelerated Career Development Initiatives 
ee eS NLU PWENIL ANT Liat ves 


Number of ACD initiatives under the A, A. Incentive Fund 3 
(plus: indirectly due to AAIF) 1 
Other ACDs: 31 
Total number of initiatives undertaken 35 


by Ministry women: 
-% of Ministry women this represents: 4.0% 


Additional ACDs provided for women from other Ministries: i 


Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: de, uele: 
b. Ali other vacancies in under-representea classes 
filled by women: Deere Lo 
(Total represents "a" plus "b" above. See Table on 
following paye for further detail.) TOTAL 29 
‘Allocation of Resources: Direct: $113,601. Indirect $ - - 


Staff Training and Development 


- Number of participants: # Of Men : 3,949 
# of Women : 264 
- Females as a % of total participants: 6.3% 


-. Female participants as a % of Ministry females: 29.9% 
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Vl 


i | THE SOLICITOR GENERAL 


staff Training and Development Highlights 


: 
For the first time, data on the Staff Training and Devlopment activities of 


the Ontario Provincial Police has been made available for purposes of 


reporting; therefore, previous years' data are not actually comparable to 
1982/83. 

Women's share of Staff Training and Development was 6.3% overall; using the 
comparable data for 1981/82 and 1982/83, women's share would show an increase 
of 8% (from 36.6% to 44.6% of total participants). 


The proportion of funds spent on women for Staff Training and Development 
activities was 34.2%, comparing favourably with their 15.0% representation in 
the Ministry and their 6.3% representation in Staff Training and Development 
‘ 

Of the women involved in Staff Training and Development, a majority (54.2%) 
took courses of a Managerial/Supervisory or a Technical/Professional nature. 


ork 


bs ' 

Inventories 

2 

fhe Ministry has several Inventories, including an inventory of all Ministry 
female employees by classification, an inventory of Senior Women in the 
Ministry, and an inventory of all female employees in the regions, by 
district, detachment and classification. 

i 


The Career Goal Inventory includes women identified and/or requesting 
accelerated career development, by current classification, education, 
experience, type of a.c.d. requested and next step (i.e. classification) in 
career path. 

[ 
The Ministry also has an inventory of submissions from Agency Heads, Managers 
and Branch Directors identifying specific areas for on-the-job training 
throughout the Ministry. 


Regional Delivery 


In 1982/83, the Program Manager travelled to Regional Offices in Brampton, 
Aylmer, Burlington, Chatham, Cochrane, Thunder Bay, London and Brockville. 
Norkshops were held for Barrie and Long Sault Districts, and counselling was 
available to all Regional women. 


News packages are sent regularly to regions. "Scanner", the newsletter from 
the Human Resources Development Office, focussed a great deal of attention on 
Affirmative Action and Regional activities. The Ontario Police College in 
lylmer now has an Equal Opportunity Committee. 


The office's Residential Seminar had Regional representation, and female 
amployees of the Ministry attended Regional Delivery days, sponsored by the 
Intario Affirmative Action Council. 


= inles ng 


Highlights 


The 1982/83 Affirmative Action Program continued to concentrate on Management 
Accountability and Accelerated Career Development activities. Branch Heads 
and Branch Directors submitted plans to the Deputy Minister, identifying 
candidates for career development as well as on-the-job training areas in 
their Offices/Branches. They reported Affirmative Action results to the 
Deputy Minister semi-annually. 


Accelerated Career Development included on-the-job training, job rotation, 
acting appointment and secondment, and the original projections for 1982/83 
were achieved and actually doubled. The Affirmative Action Incentive Fund was 
accessed in full. The Ministry's on-the-job training program remains the 
cornerstone of Affirmative Action in this Ministry. The program has been 
enthusiastically received by managers and trainees alike. There has been a 
"snowballing" effect attributed to this program--there has been a significant 
positive impact for both male and female staff.. Skills acquired have assisted 
women in their career paths to entry-level and middle management, technical 
and professional classifications. On-the-job training opportunities have 
included experience in Internal Audit, microtechnology, Intelligence and Human 
Resources. 


The A.A.P.M. visited various regional offices, including Burlington, Chatham, 
Cochrane, Thunder Bay, London and Brockville. Workshops were held in Barrie 
and Long Sault. Two Career Development sessions were held for female 
employees in the Toronto area. Ministry news packages were regularly sent to 
all District Offices. The A.A.P.M. was Chair of the Affirmative Action 
Council's Regional Delivery Task Force. 


A presentation on the Affirmative Action Program was made to all managers in 
the Forensic Sciences Centre. The Equal Opportunity Advisory Committee and 
Task Forces continued to address problem areas and initiate activities to 
reflect or meet employee needs. They offered lunch-hour workshops and 
courses, including "Strategies for Success" and a Residential Seminar. 
Scanner, the bi-monthly Ministry newsletter, was published with a new 
masthead. The three Human Resources Libraries were updated and maintained by 
three Ministry volunteers. Affirmative Action material is housed in all 
locations. 


The data base was updated with the Annual Statistics Report being printed and 
distributed. Close monitoring of competitions in under-represented classes 


took place and post-audit of all competitions in the Ministry was conducted by 
the A.A.P.M. 


The Human Resources Development Advisor offered career, academic and personal 
counsel ling to women in the Ministry, as well as consultation to Managers in 
relation to staff and individual problems and concerns. She visited regional 


offices and implemented the Ministry's Performance Appraisal System with an 
Affirmative Action component. 


Th os 


_ MINISTRY OF: TOURISM AND RECREATION CHAPTER 27 
-includes Ontario Place Corporation 


NOTE: This Ministry is one of three "new" ministries constructed from 
the re-alignment of the Ministry of Industry and Tourism and the 
Ministry of Culture and Recreation. The data accumulated during 
this year of transition has no previous years' information for 
use aS comparisons. 


Total Number of Employees in the Ministry: 541 
Women's Share of Ministry Employment: 41.8% (226) 
Women's Share of Female OPS Employment: 0.8% 


Salary Distribution 
_ Women's average salary 1982/83: $21,834. 


Men's average salary 1982/3832 9 S27 ,720. 


Women's average saiary was 78.8% of inen's in 1982/83. 
Accelerated Career Development Initiatives 
Due to the activity required for the successful amalgamation 


of the two parts of the Ministries into one, no ACD's were 
undertaken in 1982/83. 


Additional ACDs provided for women from other Ministries: 1 
Breakthroughs 
a. First woman, or one of very few women, at a level or 
a particular position within a level: Rag 
b. All other vacancies in under-represented classes 
filled by women: Daeent) 
(Total represents "a" plus "b" above. See Table on 
following page for further detail. ) TOTAL 2 
Allocation of Resources: Direct: $- - Indirect $ - - 


(Shared Resources: 1isted with Ministry of Industry and Trade) 


Staff Training and Development 


- Number of participants: # of Men : 54 
# of Women : 51 
- Females as a % of total participants: 48.6% 


- Female participants as a % of Ministry females: 22.6% 
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TOURISM AND RECREATION 


Staff Training and Development Highlights 


The percentage of female staff receiving staff development (22.6%) exceeded 

_ the percentage of male staff (17.1%) receiving the same. Female staff 
received an equivalent amount of training dollars (41.6%) to their 
representation in the Ministry (41.8%). The courses women participated in 

* within the Recreation Division, claimed sixty percent of the person days spent 
on staff development by that division, and all fell into the professional 
category. 


Inventories 


An inventory of all women who have expressed an interest in career development 
initiatives through performance review and personal contacts is frequently 
referred to by the Affirmative Action Manager, often at the request of senior 
Statt. 


An inventory of eligible female civil servants with interest in and skills 
required by the Ministry was initiated in order to address the need to 
generate a pool of qualified female candidates under the current constraints. 


Regional Delivery 


Active participation by the field offices in the Regional Delivery Task Force 
activities and interministerial activities in Thunder Bay is ensured by the 
Manager. Regular liaison was made with the Tourism representative on the new 
Sault Ste. Marie Interministerial Committee. Most field locations have fewer 
than five female staff. 


Highlights 


In the establishment of the Ministry, women were well represented in those new 
areas created for program planning and financial analysis. The two AM-21 
positions created in that area were both won by female candidates and three of 
four AM-18 positions also have female incumbents. 


One manager of an area predominantly female (travel counsellors) was 
reclassified to the AM-20 level, recognizing the scope and complexity of her 
position. 


The Ministry of Tourism and Recreation was formed during the 1982/83 fiscal 
year and the process of amalgamation, as weil as that of appointing a Manager 
for the new Ministry, limited the amount of activity that was possible in 
1982/83. 
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MINISTRY OF: TRANSPORTATION AND COMMUNICATIONS 


Total Number of Employees in the Ministry: 
Women's Share of Ministry Employment: 


Women's Share of Female OPS Employment: 


Women's average salary 1981/82: $16,454. 
1982/83: $18,988. 
An increase of 15.4%. 


Men's average salary 19ST /82c54 52157008 
1982/83: $24,364. 
An increase of 12.3%. 


Women's average salary was 77.9% of men's in 1982/83 (compared to 75.8% in 


1981/82), for a decrease in the wage gap of 2.1%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund 
(plus: indirectly due to AAIF) 


Other ACDs: 


Total number of initiatives undertaken 
by Ministry women: 


% Of Ministry women this represents: 


Additional ACDs provided for women from other Ministries: 


Breakthroughs 


a. First woman, or one of very few women, at a level or 
a particular position within a level: 

b. All other vacancies in under-represented classes 
filled by women: 


(Total represents "a" plus "b" above. See Table on 
following page for further detail.) 


Allocation of Resources: Direct: $114,056. Indirect 


staff Training and Development 


- Number of participants: # of Men 
# Of Women ; 


- Females as a % of total participants: 
- Female participants as a % of Ministry females: 


CHAPTER 28 


95736. 
177 hile o5 a 
6.0% 


TOTAL 35 
$4,165. 


3,704 
O79 


20.9% 
56.8% 
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TRANSPORTATION AND COMMUNICATI( 


Staff Training and Development Highlights 


During 1982/83, the total number of participants involved in Staff Training 
and Development dropped 30.8% with marked decreases in the areas of 4 
Technical/Professional and Managerial /Supervisory training. However, women' 
total share of training (20.9%) was greater than their Ministry representatic 
(17.7%) and increased from previous years. a 


Women comprised 19% of the participants on internal (MTC and CSC) courses as 
compared to 14.2% in 1981/82 and 13.4% in 1980/81. The percentage of women 
enrolled in Managerial/Supervisory courses significantly increased to 16.2% as 
compared to 8.6% in 1981/82 and 15% in 1980/81. 


In addition, of the 518 employees enrolled in external courses, 189 (36.5%) 
were women. 


Inventories 


A Career Development System Inventory is maintained in the Affirmative Action 
Program Office. This Inventory includes formal education, work history and 
skills, and career goals and/or interests of MTC women. It is accessed to 

identify women interested in specific career fields, and to nominate them for 


Ministry developmental opportunities to assist them in attaining their career 
goals. 


Regional Delivery 


The Ministry's network of Regional Affirmative Action representatives includes 
5 Council Members and 34 Unit Representatives in the Regional and District 
offices. The Network provides a communication and information dissemination 
system for the Program and related staff concerns. 


In addition, a communication link has been established with each region via an 
Affirmative Action Regional Co-ordinator. The Co-ordinator acts as the { 
Affirmative Action management liaison for each Region and is responsible for . 


working with managers to co-ordinate the development and implementation of 
Affirmative Action initiatives. 


Highlights 


A Computer Application Training Program was established to provide on-the-job 
experience and formal training to women within the Ministry to help them 
qualify for systems-related positions in the user areas. Four women completed 
this 6-8 inonth training program during 1982/83. 4 
4 
Management Development Opportunities were initiated to provide developmental 


Opportunities for women with the potential and interest to progress into entry 
and middle management level positions. 


aang 


_ Two women were appointed to Executive Director Acting positions. 


Resources Management Committee set up and allocated a Ministry Incentive Fund 
of $62,000 to provide managers with salary and D.0.E. dollars to back-fill for 
_ candidates on these and other Accelerated Career Development assignments. 
Eleven assignments were initiated due to this Incentive Fund. 


_ The Ministry Affirmative Action Council co-ordinated the publication of four 
_ issues of the "Working Together" Newsletter with the purpose of increasing 
employees’ understanding of Affirmative Action programs and activities. 


A two-day Affirmative Action Conference was held for 70 Unit Representatives 
and Council Members and highlighted a Staff Training session on Career 
Planning and a panel of MTC women in non-traditional jobs. 


Affirmative Action Program staff conducted 85 career- and work-related 
counselling sessions with female staff. 
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MINISTRY OF: TREASURY AND ECONOMICS CHAPTER 29 
Total Number of Employees in the Ministry: 560 
Women's Share of Ministry Employment: 52.4% (189) 
Women's Share of Female OPS Employment: Aes 


Women's average salary 1981/82: $22,356. 
1982/83: $24,805. 
An increase of 11.0%. 


Men's average salary 1981/82: $32,863. 
19827835 Paedoos EON 
An increase of 8./%. 
Women's average salary was 69.4% of men's in 1982/83 (compared to 68.0% in 
1981/82), for a decrease in the wage gap of 1.4%. 


Accelerated Career Development Initiatives 


Number of ACD initiatives under the A. A. Incentive Fund - - 
(plus: indirectly due to AAIF) chcks 


Other ACDs: 10 
Total number of initiatives undertaken 

by Ministry women: 10 
% Of Ministry women this represents: Dasa 


Additional ACDs provided for women from other Ministries: -- 


Breakthroughs 


a. First woman, or one of very few women, at a level or 


a particular position within a level: amc 
b. All other vacancies in under-represented classes 
filled by women: Dawn 
(Total represents "a" plus "b" above. See Table on 
following page for further detail.) TOTAL 3 
Allocation of Resources: Direct: Sa06 525) Indirect $ - - 


— 
a — es 


Staff Training and Development 


- Number of participants: # Of Men: 241 
# of Women : 231 
- Females as a % of total participants: 48.9% 
- Female participants as a % of Ministry females: 122.2% 
' 


ss 


wP1(8/83) 


Occupational Distribution of Women in Ministry 


and 
‘ : ee Tank _____ Hire / Promotion Progress Report in Under-Represented Classes 
Distribution of Number of Number of Number Number Women Hired (*) 
Occupational Ministry Women Vacancies (*) Applicants Qualified Interviewed 
Module / Category As oF 31/03/83 As a % of Va- 
% in ancies Filled 
ae 1981/82 82/83 81/82 a M F F 
Module 
Administrative 29°.2 2 ] 238 36 e 
Clerical 85.37 ] -- 15 ] 0 
Operational 0.0 a a a — = 
Professional 29°5-b 14611) Fe(6) 7) 89 13 
Technical ae on se an Be a= 
Category 
Administrative Services 40.9 -- 2 -- -- -- 
Clerical Services 73.4 aS ] =e = ae 
General Operational 
Services 0.0 ] ] BL 0 3] 
Institutional Care = — a =e = ae 
Correctional Services = is ice ae ae ee 
Law Enforcement Services -- ae -- -- -- -- 
Maintenance Services 0.0 xy ae ate = sine 
Of fice Services OT ch = ] == Ce ae 
Scientific and 
Professional Services 42.9 -- -- -- -- 5 
Technical Services 87.5 ns sie == = S5 
meena) s er 359 | 126 15 
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TREASURY AND ECONOMICS | 


Staff Training and Development Highlights 


icipati ini in Staff Training 
Over the past three years, participation by Ministry women in taf i 
and Development has increased by 73.7%. In 1982/83 female participation in 
staff development exceeded their share of Ministry employment (many women took 
more than one course). 


! 


The numbers of women participating in courses of a Managerial /Supervisory 
nature are increasing: in 1981/82 only 3% of all courses taken by women fell 
into this category, whereas in 1982/83 Managerial/Supervisory courses 
accounted for 25% of the female total. 


Female participation in courses with a Technical/Professional content have 
remained high, accounting for over half (58%) of all courses taken by women. 


Inventories 


The Ministry maintains a Human Resources Inventory, listing all employees, 
detailing: employee name, sex, classification, date of classified appointment 
and branch. All this information is categorized by occupational module and 
classification so that feeder groups for all vacancies are easily 

identified. It is accessed regularly by the AAPM to notify women of career 
opportunities and to assist in planning accelerated career development 
initiatives. 


Highlights 


In keeping with employees in the Ministry who have an interest in moving into 
administrative and/or management positions, the ministry sponsored two 1-day 
workshops, "The Nuts and Bolts of Managing in the Ontario Government". It was 
designed to promote a greater understanding of management functions within 


government and development of skills in the appropriate areas. Overall, there 
were 54 participants. 


In addition, 18 employees attended a half-day seminar on strategic planning 
sponsored by the Ministry. Participants were provided with a basic overview 
of strategic planning and senior level decision-making processes. 


An Affirmative Action Newsletter was initiated to provide outreach and serve 
basic information needs of Ministry employees. Information is published 
quarterly on developmental activities within the Ministry, as well as various 
other topics and upcoming events relevant to the Affirmative Action Program. 


The Ministry published a brochure on "Accelerated Career Development and 
Affirmative Action MBR Planning". The brochure was prepared to assist 
managers in developing action plans which address affirmative action goals and 
objectives. It is intended to be an extension of the performance appraisal 


Pa a planning tool for highlighting developmental needs, expectations 
and costs. 
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The Ministry's Affirmative Action Program Manager chaired the Affirmative 

Action Council's Task Force on Public Relations and participated on the Impact 

of New Technology Task Force. 

f 

{ 

A significant number of the Ministry's under-represented classes have small 

populations and, in many cases, low turnover rates, which make it difficult to 
set targets. In the absence of priority formula targets, the Ministry 

continued its commitment to the program by setting and meeting 2 non-formula 
isc. at the PM-19 level, Economics and Statistics group in the Professional 
odule. 
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THE LIQUOR CONTROL BOARD OF ONTARIO . CHAPTER 30 
Total Number of Employees: 3,477 
Women's Share of Board Employment: 8.9% (511) 


Occupational Characteristics 
Total Number of Store Employees: 2,619 


women's Share of Store Employment: 5.6% (146) 
(an increase of 1%) 


46.9% of total female employees are in the store system. 
3 women in the store system are Store Managers. 


23 more women are employed by the Board than in 1981/82, although 
the total number of empioyees has decreased. 


Salary Distribution 
Women's salary in 1982/83: (1) 3% = $12:5000 
(1) 3% - $14,000 
18) 5.8% - $16,000 

) 9.6% - $18,000 

(61) 19.6% - $20,000 
(200) 64.3% - over $20,000 
(311) i00 % 


Women decreased their representation in the below $18,000 range 
and increased representation in the $20,000 and over range. 


Outline of 1982/83 Action Plans 
Executive Policy Commitment and Involvement 


During 1982/85, the Chairman and General Manager continued to support the 
program and communicated goals and objectives via memorandum to 
all employees. A Statement of Principles between the LCBO and the Ontario 


Human Rights Commission dealing with Personal Harassment was issued to all 
employees. 


Assignment of Responsibility 


The full-time Program Manager reports directly to the Assistant 
General Manager of Personnel Administration. 


She is responsible for the overall planning and co-ordination of the 
Affirmative Action Program and meets regularly with the Assistant General 


Manager to discuss problems and initiatives, and makes recommendations to 
Ensure positive resuits are achieved. 


fe 
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The Program Manager is an associate member of the Affirmative Action Councii 
and attends tionthly meetings. 


Allocation of Resources: Divectcs $52,580 
The Programt Manager deveioped and administered a separate budyet. 


Clerical assisvance was provided when required. 


Information Systems 


Staff Training & Development 


12 women participated in Management Development Workshops. 


Career Development 


A total of 59 women participated in various Professional Development Seminars 
and related workshops. 


A total of 14 women applied for Financial Tuition Assistance and successfully 
completed courses. 
Recruitment, Selection and Promotion 


The Program Manager concinued to monitor competitions in under-represented 
areas and was a participant in the competition process at selected interviews. 


During the fiscal year, 17 women were promoted. 
Of the total hires, 26.1% or 41 were women. 


Of these women, 29 were hired in non-traditional positions, e.g. store clerks, 
and warehouseworkers. 


Break throughs 
Cne woman was promoted to Manager of a Liquor Store. 


Another significant breakthrough occurred when a woman was promoted from the 
Secretarial stream to the position of Lab Technician. 


Regional Proyram Delivery 


The Program Manager visited several districts throughout the province and 
delivered seminars on the new Ontario Human Rights Code with particular 
emphasis given to Sexual Harassment. Meetings regarding the Program were held 
with new Managers, Area Managers and District Supervisors. 
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Four noon-hour sessions about sexual harassment were presented for all — 
employees at Head Office, sponsored by the Affirmative Action Program. 


Staff Training and Development continued to include Affirmative Action as part 
of the agenda and monthly presentations were made to Assistant Managers. 


An updated brochure on Affirmative Action was published, and continues to be 
included in the new employees’ Orientation Kit. 


A newsletter entitled "The Balance” was published and issued quarterly to all 
female employees. . 
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NIAGARA PARKS COMMISSION CHAPTER 31 


Agency Description 
‘Total Number of Employees: 248 


Women's Share of N.P.C. Employment: 25.8% (64) 


Occupational Characteristics 


OCCUPATIONAL DISTRIBUTiON OF % OF WOMEN IN 
MUDULE/CATEGORY WOMEN NePec. 
# AS OF *% OF 


31/03/83 MOD./CAT. 


MODULES: 
Administrative 0 0 0 
Clerical 1 2ye0 1236 
Operational Q 0 0 
Professional 0 0) 0 
Technical 0 0 0 
CATEGORIES: 
Administrative Services 0 0 0 
Clerical Services 18 85./ 28.0 
General Operational 
Services 10 13.5 15.6 
Maintenance Services 0 0 0 
Office Services ive 100 iiae 
Scientific and 
Professional Services 1 Sete Eo 
Technical Services it 50 has 
Retail Manager 9 36.4 14.1 
Retail Sales Clerk 13 92.9 20-6 
TOTALS 64 25.8% 100.0 


Staff Training and Development Highlights 


Of the 48 staff members attending courses, 14 or 29.2% were women, comparing 
quite favourably with their 25.8% representation in the Commission. Women's 
share of the training dollar was 16.6% ($562.75), while men’s share was 
$2,822.00. 


There were 40 courses attended in all, including a 3 day seminar facilitated 
by the Director of Personnel. 


nae. = 


ou ye eee 
Highlights | ; Bi a 


PR LEN ies = 
The Manager of the Queenston Heights Restaurant, in addition to her regular 
duties; is the Women's Co-ordinator for the Niagara Parks Commission. The 
Women's Advisory Committee meets once a month during the off-season to discus 
any areas of concern which may exist. wi 


The Women's Affirmative Action Manager/Co-ordinator reports directly to the 
General Manager of the Niagara Parks Commission, who provides his full suppor 
and involvement in the progran. oe 


Three Noon-Hour Programs were held during the off season, and were well 
attended by both men and women. As well, a presentation was given to the 
members of the Women's Affirmative Action Committee and also the Department — 
Heads for the Niagara Parks Commission, by Terry Bisset » Affirmative Action 
Program Manager at one of the Ministries of the 0.P.S. 


Several hirings/promotions took place through the 1932/83 year, including 
three which could be considered "breakthroughs": a female was hired 

permanently as a Pastry Chef, a female was hired (out of 138 applicants) for ¢ 
new position, Group Sales Co-ordinator; and a female sales clerk was promoted 
to Seasonal Manager in the Horticulture Department. 
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T. V. ONTARIO CHAPTER 32 
(Ontario Educational Communications Authori ty) 


Agency Description 
Total Number of Employees: 408 


Women's Share of Agency Employment: sy aeyar' | Woikel 


Occupational Characteristics 
ee ee ee eee VElTSLiCs 


The breakdown of category and Salary bands jis unique to this Agency due to the 
Personnel and Payroll Systems in effect at TV Ontario 


By-Law Salary Male Female eS LOtd lena 
Level* 

2 Cat. 6 Cat. ise LOT 

Empioyees 
a Employees: 

i 4 100.0 - - 4 1.0 

(4, 6 O5e/ | 14.3 7 1a 

Ss 14 82.4 3 Whee) 17 4.2 

4 7 70.0 3 30.0 10 Zao 

5 30 6122 19 38.8 49 1220 

6 9 64.3 5 Sie, 14 3.4 

ih 10 62.0 6 Sie) 16 Sipe) 

8 a 44.4 5 Spied 9 Zee. 

9 6 AEE oils 21 FIs: ay 6.6 

10 3 25.0 9 75.0 12 2.9 

1 - - 3 100.0 3 0.7 

12 3 7 50 1 25.0 4 Ae) 

tS - - 3 100.0 3 0.7 

14 - - 19 100.0 19 4.7 

ga) - - P2 100.0 TZ 2.9 

16 ! : z : : - 
17 99 49.0 103 51.0 202 49.6 


TOTAL 195 47.8 213 eee 408 100.0 


* Salary Level Description 


1) Executive Management 10) 
11) Officer/Professional 
B 2) 12) 
3) Senior Management 
9) ik) 
14) Administrative/Secretarial 
5) Middle Management 15 
6) 16) 
7) 17) Bargaining Unit 


8) Supervisory/Professional 
) 
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Salary Distribution ; 
Wowen $ average Salary WaS 924,392 compared to $22,043 in 1981/82, for an 
increase Of $2,349 (10.6%). ; 


Men's average salary was $32,325 compared to $30,051 in 1981/82, for an 
increase of $2,274 (7.6%). 


Women's average salary in 1982/83 was 75.4% of men's compared to 7/3242. an 
1981/82, for a decrease in the wage gap of 2%. In part, this occurred as a 
direct result of a constraint of 6% on the top four levels, where most of the 


higher salaried positions are held by men. 


Outline of 1982/85 Action Plans 
Assignment of Responsibility 


This year's activities directly reflect TV Ontario's interest in concentrating 
greater resources on Human Resource Planning and Staff Training and 
Development activities. The Personnel Planning and Development Officer 
(formerly HRD Officer) continues to serve as the Women’s Advisor and to 
represent TV Ontario as an associate member on the Affirmative Action 
Council. In addition she also served as TV Ontario's representative at the 
UNESCO Subcommission on the Status of Women annual meeting in Ottawa. 


Allocation of Resources: Direct: $16,000. Inditreets $127,007 


Management Participation and Accountability 


As a result of the Report 1981/82 on the Status of Women Crown Employees, a 
discussion with members of the Board of Directors was held concerning an 

interest in learning more about equal pay for work of equal value. A proposa 
for an agenda for a special meeting was ayreed upon for 1982/83. 1n addition, 


copies of the full report were distributed to all management by the Executive 
Director. 


information Systems 
Staff Training and Development 


During 1982/83, 37 women were financed by TV Ontario to participate in courses 


offered at educational institutions. This represents 67% of all requests 
which were funded. 


The Women's Advisor participated in the expanded orientation program for new — 


employees, describing her role and the information and assistance available t 
TV Ontario employees. f 


Arrangements were made for 10 interested women to attend the American Women i 
Radio and Television Conference held in Toronto. 


_— 


a 


oe 


_A “needs" analysis of support staff was conducted to ascertain intereszs and 


ce a ON ae eee ee ee 


needs for developmental workshops in the coming fiscal year. A number of 
topics were identified around the issue of career planning. These are being 
included in the 1983/84 workplan objectives. 


A special seminar was held with noted author and Speaker, Heather Menzies, 
addressing the issue of the Impact of Computer Technology on the Workplace and 
Women's Employment. A number of members of the Affirmative Action Council 
Task Force on the Impact of New Technology attended the seminar. 


Highlights 


A proposal was made during this fiscal year to examine the impact of VDTs on 
_the workplace. A survey of key user areas was undertaken. A report with 


_ ul 


recommendations will be provided in the coming year. 


Of the 37 new hires during 1982/83, 21 (56.8%) were women, who filled 


positions in Bargaining Unit (11), Administrative/Secretarial (2), Officer 
(5), Supervisory (1) and Managerial (2) levels. 


a 


A breakthrough occurred with a woman being hired into the Master Control area 
aS an Operations Technician; this is actually the second such placenient. 
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THE WORKERS* COMPENSATION BOARD CHAPTER 33 


Total Number of Employees as of December 31, 1982: Bi29 
Women's Share of Board Employment: 63.9% (2,000) 
Occupational Number of Women as % % of all Women 
Scale Women of Scale Employees 
1982 1981 1982 1981 1982 1981 
Management & a er oa 
Senior Admin. 557 513 397.0 3891 2139 2601 
Treatment 114 114 720M 74.0 Dat Bore 
industrial 29 28 23), 22.8 1.4 1.4 
Clerical 1,300 I S13 91.4 92.3 65.0 66.7 


TOTAL 2,000 1,986 63.9 64.6 100% 100% 
aa Ee 
Summary of Occupational Changes From 1981 to 1982 


During 1982, the W.C.B. increased the number of its employees by 84 (2.8%) 
(38.1%) were women and 52 (61.9%) were men. At the end of 1981, 64.6% of 
W.C.B. employees were women, compared to 63.9% at the end of 1982. 


° 2) 
2) “4 


Women's representation in the Management and Senior Administrative Scale has 


been steadily increasing since 1976, at which time it was 26.0%. This trend 
continued in 1982: 


1981 - 38.1% of Management and Senior Administrative Scale 
; were women 
1982 - 39.0% of Management and Senior Administrative Scale 


were women 


Women’s average salary was 74.9% of men's in 1982. This is an i1.8% increase 
Over the 1981 figure of 63.1%. Women's increased representation in the 
Management and Senior Administrative scale, together with strong equal 


Opportunity employment practices, have contributed to this decrease in the 
wage gap. 
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Outline of 1982 Action Plans 


The Equal Opportunity Action Plan for 1982 was presented to Management 
Committee by the Human Rights and Equal Opportunity Co-ordinator and was 
_ approved. 


The full-time Human Rights and Equal Opportunity Co-ordinator reports to the 
Vice-Chairman of Administration and General Manager, and discusses various 


issues with the Executive Director of the Human Resources Division on a 
regular basis. 


Direct support staff consists of one full-time Program Assistant and one full- 
time Secretary. The Human Resources, Communications and Vocational 


Rehabilitation Divisions contributed staff throughout the year as direct 
support for various projects. 


The Human Rights and Equal Opportunity Co-ordinator attended bi-weekly 
Employment and Staff Development Branch meetings to keep members of the 
Division up-to-date on women's program activities. 


The Human Rights and Equal Opportunity Co-ordinator and the Program Assistant 
were associate members of the Affirmative Action Council and participated on 
Task Forces, specifically, the Impact of New Technology Task Force and the 
Public Relations Task Force. 


Allocation of Resources: Direct: $61,300 Indirect: $33,200* 


(* from the Executive Director's Budget in Human Resources Division) 


Management Participation and Accountability 


Executive Directors and Directors assisted in program planning and 
implementation through suggestions and recommendations to the Human Rights and 
Equal Opportunity Co-ordinator. 


The Human Rights and Equal Opportunity Co-ordinator presented "Human Rights in 
Employment" workshops to managers representing all Divisions of the W.C.B. 


The Human Rights and Equal Opportunity Co-ordinator was an active member on 
the Occupational Health and Safety Committee. This involved monthly meetings 
with Union Representatives regarding W.C.B. employees’ health and safety. 


The Human Rights and Equal Opportunity Co-ordinator was an active member of 
the Personnel Policy Committee. The Committee, active in the development of 
new policies as well as in the process of updating and revising existing 
policies, convened as required. 


The Equal Opportunity Program became the Human Rights and Equal Opportunity 
Program and over 200 staff members were impacted by related counselling and 
workshop sessions. 
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Staff Training and Development Highlights 


Of the total women employees, 45.2% (904) participated in staff training and 
development courses in 1982; this represents an increase of 8.6% over 1981 
figures. 


Regional Program Delivery 

The Human Rights and Equal Opportunity Co-ordinator conducted Personal and 
Sexual Harassment information sessions in the Hamilton and North Bay Area 
Offices and the St. Catharines Information Service Office. 


Additional Program Activities 


The Human Rights and Equal Opportunity Program's scope included other major 
activities; specifically, Human Rights in Employment and Equal Opportunity fot 
the Handicapped. 


Human Rights in Employment was a focal point of the 1982 W.C.B. program, 
reflecting the significance of the proclamation of the new Human Rights Code. 


Specific program activities conducted by the Co-ordinator included 
presentation of "Human Rights in Employment" workshops to over 120 managemen 
employees representing all Divisions of the W.C.B., counselling W.C.B. 
employees on Human Rights complaints, and publishing and distributing two 
newsletters focusing on sexual harassment in the workplace and cross-cultural 
communications. 


The Co-ordinator assisted in the revision of the W.C.B.'s Application for 
Employment Form, ensuring compliance with the new Human Rights Code. This was 
in co-operation with the Ontario Human Rights Commission. 


In 1982, an activity of the Equal Opportunity for Handicapped Program included 


the rehabilitation of injured and disabled Board employees. This involved 
counselling sessions, temporary job placements and arranging flexible work- 
hours to accommodate medical treatments. 


Specific program activities conducted by the Co-ordinator included: 


- monitoring the W.C.B.'s employment of rehabilitated 
injured workers. 


- counselling handicapped employees, involving such issues as coping with the 


work environment, human rights for the disabled and on-the-job harassment | 
due to their disability. . 


providing consultation for the purchasing and rental of technical aids for 


a disabled employee in the London Regional Office, to enable the employee 
to continue working. 
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GENERAL POLICY 


Policy 


Intent: 


Authority 


teferences: 


Jefinitions: 


"Equal 
Jpportunity” 


‘Affirmative 
iction”™ 


Systemic 
arriers” 


Numerical 
lanning 
argets” 


POLICY 
Affirmative Action Program 


Equal opportunity for women Crown employees is the policy of 
the Ontario Government. In order to accelerate the rate of 
improvement in women's occupational status, the Ontario 
Government has also approved a policy of Affirmative Action 
for Women Crown Employees. Ministries are therefore 
directed to continue their Affirmative Action programs. 


Management Board Minutes of February 12 and March 4, 1980; 


Cabinet Minutes of February 20 and March 12, 1980. 


Equal Opportunity is the policy of the Ontario Government. 
It involves equality of access to all positions, and to 
training, promotional, and developmental opportunities 
Tegardless of race, creed, colour, age, sex, marital status, 
nationality, ancestry, or place of origin. 


Affirmative Action is a results-oriented approach to 

increase the utilization of women in the work force. It 

{nvolves: 

- policy review and modification to eliminate systemic 
barriers to women's advancement; and 

- planned, measurable results for achieving improvements 
in women's participation in staff development and in 
their occupational distribution. 


Systemic Barriers refer to policies and practices which in 
themselves, or through inappropriate application, disadvan- 
tage certain groups in the work force. 


Numerical Planning Targets refer to minimim targets for 
improving women's representation in under~represented cate- 
gories, modules and levels which are planned by the ministry 
and approved by Management Board. 


4-50-1 
8 Aug 80 


7A Ontario 
k Manuai of 
——a Administration POLICY 


Affirmative Action Program 


» GENERAL POLICY (continued ) 


Definitions: (continued) 


“Accelerated 
Career 
Deve lopment” 


“Under- 
represented 
Category, Module 
or Level” ° 


Applicability: 
Corporate 


Goal: 


Corporate 
Objective: 


Ministry 
Objective: 


4=50-2 
8 Aug 80 


Accelerated Career Development refers to direct career 
development activities aimed at increasing the pool of 
qualified women within the Ontario Public Service by such. 
means as: 
» on-the-job training, job rotations and secondments; or 
- full sponsorship of special staff development 

programs. 


Refers to any category, module, or level where women make up 
less than 30% of the population. 


This policy applies to all ministries and to agencies, 
boards and commissions subject to Management Board policies, 
unless otherwise directed by Management Board. 


The corporate and long-term goal of the Affirmative Action 
Program is to achieve equal Opportunity for women Crown 
employees. 


The achievement level of this goal is that representation by 
women, in all modules and categories, reach a minimum of 30% 
by the year 2000. 


The long-term objective of the Affirmative Action Program is 
to raise the level and diversify the occupational distribu- 
tion of women Crown employees as tangible evidence of their — 
obtaining equal Opportunity. 


The planned achievement level of this objective will be 


determined by Management Board and communicated to all 
deputy ministers. 


Ns long-term ministry objective for the Affirmative Action 
Togram is to raise the level and diversify the occupational 
distribution of women according to numerical planning 


Cargets devel | 
Sate eloped by the ministry and approved by Management 
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}ENERAL POLICY (continued ) 


POLICY 
Affirmative Action Program 


\ffirmative 


Action A centrally monitored Affirmative Action Incentive Fund has 
incentive been established by Management Board and is available to 
fund: ministries: 
_ - to encourage achievement of the program objective; and 
- to assist managers in providing accelerated career 
development for women. 
Criteria for accessing the fund and administrative 
procedures are available from the Women Crown Employees 
Office, Ministry of Labour. 
\esource 
‘location: Resources allocated by ministries to the Affirmative Action 


Program should: 
a) be clearly identified; and 
b) relate to: 
- the size of the ministry; 
- the proportion of women in the ministry; 
- vegional organization; 
- ministry characteristics; and 
+ results achieved. 
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m MINISTRY IMPLEMENTATION REQUIREMENTS 
—— EE RENN LO 


POLICY 
Affirmative Action Program 


Basic 
Essentials: The following basic essentials are required of all 
ministries: 
- an Affirmative Action Program Manager, appointed by 
the ministry; 
+ a comprehensive data base; 
+ Systems to ensure management accountability, which 
Shall include tying affirmative action results to the 
ministry's performance appraisal system; 
* review and monitoring of both personnel and management 
policies and procedures; 
+ regional delivery. 
Ministry 
Priorities: In order to increase the pool of women qualified to compete 


for positions in the Ontario public service, all ministries 
must undertake accelerated career development in the form 
Ors 

+ on-the-job training, job rotation and secondments; or 

- full sponsorship of special staff development 


programs. 
Choice of 
Priorities: Ministries mist choose a minimm of 2 priorities from the 
following: 


a) Priorities to raise the level of the occupational 
distribution of women, i.e. initiatives to get more women 
into: 

1. executive positions (Program Executive Plan and 
Senior Compensation Plan); 

2. middle management (any under-represented modules); 

3. entry level Management positions. 


b) Priorities to diversify the occupational distribution of 
women, i.e. initiatives to get more women into: 
l. skilled and semi-skilled trades and services; 
2. technical specialist positions; 

3- professional specialties. 


Criteria for 

Choosing Ministries must ensure that the priorities they choose: 

Priorities: - relate to ministry problems (see “Criteria for 
Identifying Problems” in this Section); 

* are realistic in quality and quantity; 
progress from the current stage of the ministry's 
Affirmative Action development and the results 
achieved to date; 
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Criteria for 
Choosing 
Priorities: 
(continued ) 


Criteria, for 


Identifying 


Problems: 


Reporting 
Systems and 


Procedures: 
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take advantage of special conditions and opportunities 
for raising and/or diversifying the occupational 
status of women. (For example, expected high turnover 
in any level of any under-represented category or 
module which would provide great potential for 
increasing the number of women. ) 


A problem exists where: 


little or no increase in women's representation over 
the last three years in any under-represented cate- 
gory/module/classification level has taken place; 

no women or very few women are in a level of a cate- 
gory/module/classification level; 

no or very few immediate potential female candidates 
exist for any level in an under-represented category 
or module; 

women have not been hired in proportion to their 
availability over the last three years in a level of a 
category or module. (Availability here refers to 
internal availability, which is women at the level 
directly below the vacancy, and external availability, 
which includes the numbers of women available from the 
private sector and in proportion to their graduate 
tatios. Data on availabilities are provided by the 
Women Crown Employees Office. ) 


Management by Results Reports (MBRs): 


should be submitted to the Women Crown Employees Office 
on December lst of each year for analysis; and 
will be formally reviewed and approved by Management 


Board at the ministry's estimates review and approval 
process. 


A brief semi~annual status report: 


should be submitted to the Women Crown Employees Office 
on September 30th of each year; 

will form the Affirmative Action Section oz the General 
Management Report to Cabinet; and 

will be reviewed by the Civil Service Commission and 
Management Board prior to Cabinet. 


Year-end reports on results achieved should be submitted to 
the Women Crown Employees Office on April 30th of each year 


for compilation of the Annual Report on the Status of Women 
Crown Employees. 
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ROLGEGY, 
Affirmative Action Program 


Corporate 


Monitoring and The corporate monitoring and evaluation process includes: 

Evaluation: - the Annual Report on the Status of Women Crown Emp loy- 
ees which is tabled in the Legislature; 

- the Affirmative Action Program Section of the Manage- 
ment Board's General Management Report; and 

- year-end and periodic status reports prepared by the 
Women Crown Employees Office for Management Board. 


Evaluation and Ministries are required to maintain their own systems of 

Modification: internal evaluation and modification. For assistance, see 
the WCEO Technical Assistance Paper "Ministry Internal 

Evaluation”. 
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